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THE FEDERAL GOVERNMENT’S HUMAN
RESOURCE MANAGEMENT

WEDNESDAY, APRIL 22, 2009

HOUSE OF REPRESENTATIVES,
SUBCOMMITTEE ON FEDERAL WORKFORCE, POSTAL
SERVICE, AND THE DISTRICT OF COLUMBIA,
COMMITTEE ON OVERSIGHT AND GOVERNMENT REFORM,
Washington, DC.

The subcommittee met, pursuant to notice, at 10 a.m., in room
2154, Rayburn House Office Building, Hon. Stephen F. Lynch
(chairman of the subcommittee) presiding.

Present: Representatives Lynch, Norton, Davis, Cummings,
Kucinich, Connolly, Chaffetz, Bilbray, and Issa [ex-officio].

Staff present: William Miles, staff director; Jill Crissman, profes-
sional staff member; Marcus A. Williams, clerk/press secretary; Jill
Henderson, detailee; Tyler Pride and Starla Loyd, interns; John
Cuaderes, minority deputy staff director; Jennifer Safavian, minor-
ity chief counsel for oversight and investigations; Dan
Blankenburg, minority director of outreach and senior advisor;
Adam Fromm, minority chief clerk and Member liaison; Howard
Denis, minority senior counsel; Jonathan Skladany, minority coun-
sel; and Aulas Cooper, minority professional staff member.

Mr. LYNCH. Good morning. The Subcommittee on the Federal
Workforce, Postal Service, and the District of Columbia will now
come to order. Welcome Ranking Member Chaffetz, members of the
subcommittee hearing, witnesses, and all those in attendance. To-
day’s hearing will examine the trends and characteristics of the
present day Federal work force as well as assess the Federal Gov-
ernment’s human resource management capabilities. The Chair,
ranking member, and subcommittee members will each have 5
minutes to make their opening statements. All Members will have
3 days to submit revisions and statements for the record.

At this time, I would like to ask unanimous consent that the tes-
timony from the Human Rights Campaign be submitted for the
record. Hearing no objection, it is so ordered.

[The information referred to follows:]

o))
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Written Statement of
Joe Solmonese
President
Human Rights Campaign
to the
Federal Workforce, Postal Service and the District of Columbia Subcommittee
Committee on Oversight and Government Reform
United States House of Representatives
“public Service in the 21 Century: An Examination of the State of the Federal Workforce”
Room 2154
Rayburn House Office Building

April 22, 2009

On behalf of the Human Rights Campaign and our over 750,000 members and supporters nationwide, |
am honored to submit this statement regarding the state of the federal workforce. Thousands of
lesbian, gay, bisexual and transgender {LGBT) people serve their country every day as federal employees
and, as the nation’s largest civil rights organization advocating for the LGBT community, we at the
Human Rights Campaign look forward to working with the subcommittee to ensure that the federal
government is a fair and equitable workplace that attracts the best talent and rewards equal work with
equal pay.

The federal government is our nation’s largest employer, with more than two milfion civilian employees.
Its employment policies directly impact the lives and families of those workers and its example goes far
beyond federal workers, influencing other public employers and the private sector. In many respects,
the federal government has been a leader in workplace policy, but it lags far behind the private sector
with regard to treating its lesbian, gay, bisexual and transgender employees fairly. There are
tremendous challenges facing our nation today and the federal government will bear a large part of the
burden in addressing them. At the same time, much of the federal workforce is reaching retirement
age. in the coming years, our nation as an employer will need to recruit the best and the brightest and
will need policies and benefits that make it competitive with the private sector. Congress, the White
House and the Office of Personnel Management must work together to ensure that the federal
workforce is a welcoming and attractive place for all who wish to do their part for our country.



Equal Employment Opportunity

Lesbian, gay and bisexual federal workers have been protected under federal workplace policies for
many years, but there remains no clear protection based on gender identity. As aresult, transgender
people are at risk of being denied a job, fired or refused a promotion based on something wholly
unrelated to ability or experience; this is contrary to the core principles of the federal merit system and
in stark contrast to the inclusive policies of more than a third of Fortune 500 companies. While the
White House, working with OPM, can, and must, ensure through executive action that these empiloyees
are protected from arbitrary discrimination, we also call on Congress to finally pass an Employment Non-
Discrimination Act that protects LGBT employees across the country and in every sector.

Treatment of Employees’ Fomilies

While federal policy bars discrimination against lesbian, gay and bisexuat government workers in
employment decisions, those with same-sex partners continue to be treated differently, and paid less,
than their heterosexual, married counterparts. Unlike more than half of Fortune 500 companies, the
federal government does not extend health, retirement and other benefits to employees’ domestic
partners or same-sex spouses. According to the Bureau of Labor Statistics, nearly 13 percent of
employees’ compensation comes in the form of insurance and retirement benefits, which generally
cover family members and dependents, and 7 percent in the form of paid leave, which makes it possible
for workers to accommodate work and family obligations. As a result, a lesbian or gay civilian employee
doing the same job as a married heterosexual counterpart, in the same pay grade, will receive
significantly fower compensation.

Limitations on these workers and their families go well beyond simply the lack of domestic partner
health benefits. Foreign Service Officers, representing our nation around the world, sometimes in very
difficult conditions, cannot be assured that their same-sex partners will have access to post medical
facilities or coverage for emergency evacuation. Federal employees cannot take sick or bereavement
leave to care for a partner or partner’s children. And, along with failing to protect transgender workers
from discrimination generally, the federal government fails to provide any health insurance coverage for
medically-necessary treatments related to gender transition.

Increasingly, America’s leading employers — including 57% of Fortune 500 companies, 15 states and
over 200 cities and counties —provide equal family benefits for their lesbian and gay workers.
Furthermore, because many companies that provide services to the government — such as top federal
contractors Bechtel, Boeing, EDS, General Electric, Honeywell, Lockheed Martin, McKesson, Northrop
Grumman, Raytheon and SAIC — offer equal family benefits to their lesbian and gay employees,
qualified lesbian or gay applicants have a strong incentive to choose the private sector over government
work even where the positions are similar.
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OPM and the White House can, and must, address some these benefits issues through executive action.
However, Congress must also act and pass the Domestic Partner Benefits and Obligations Act, ensuring
that employees’ same-sex partners are treated equally to their colleagues’ married spouses.

Conclusion

Equal pay for equal work is a value fundamental to American opportunity. The federal government
should be the standard bearer for fair workplace practices. As long it denies LGBT employees equal
treatment, the federal government will fall short of that standard, and continue to lag behind the
nation’s top employers. On behalf of the Human Rights Campaign, | encourage you to position the
federal government to compete for the nation’s top talent by advancing policies to ensure equality in
the workplace for all civilian employees.
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Mr. LYNCH. Again, I would like to welcome our ranking member,
Jason Chaffetz, and my fellow members of the subcommittee as we
hold our first hearing to examine the Federal work force issues in
the 111th Congress. I would also like to thank today’s witnesses for
helping our subcommittee with its work.

While the Federal Government faces an unprecedented number
of major policy issues and challenges that must be addressed on be-
half of the American people, it is critically important that we take
a moment to evaluate the state of our work force and the 2.6 mil-
lion men and women responsible for making Government work
every day. Today’s hearing is entitled, “Public Service in the 21st
Century: An Examination of the State of the Federal Workforce.”
I have called this morning’s hearing to examine the trends and
characteristics of the present day Federal work force as well as to
assess the current status of the Federal Government’s human re-
source management capabilities.

The subcommittee will explore both the structure and the quality
of the Government’s people management skills and determine what
future legislation might be needed to tackle any of the issues and
gaps in coverage presented here. In many ways, today’s hearing
will lay the groundwork for considering the various approaches or
policies needed to ensure that the Government is operating as an
employer and is up to the task of meeting these pressing chal-
lenges.

For the United States to remain a global power, high performing
civil servants are necessary to do the business of Government. In
turn, these employees should be rewarded for their talents, their
skills, their hard work, and their public service. I believe the Fed-
eral Government must be in a position to respond to the changing
nature of public service and to address those answering the call of
public service. As chairman of the subcommittee, I am committed
to making this happen.

It is our responsibility here in Congress to ensure that Federal
agencies are equipped with the resources necessary to attaining
proper staffing levels, providing beneficial training, and rewarding
their accomplished work force. I expect that today’s witnesses will
both bring us up to speed on the pressing needs and issues facing
today’s Federal employees as well as offer effective human resource
management strategies for the Government to adopt based on their
own experiences and their day to day knowledge. I look forward to
an informative hearing this morning.

This concludes my opening statements. I now yield to the rank-
ing member, Mr. Chaffetz.

[The prepared statement of Hon. Stephen F. Lynch follows:]
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STATEMENT OF CHAIRMAN STEPHEN F. LYNCH

SUBCOMMITTEE ON FEDERAL WORKFORCE
AND POSTAL SERVICE, AND THE DISTRICT OF COLUMBIA HEARING ON

“PUBLIC SERVICE IN THE 215" CENTURY:
AN EXAMINATION OF THE STATE OF THE FEDERAL WORKFORCE.”

WEDNESDAY, APRIL 22, 2009

Again, I'd like to Welcome Ranking Member ChaffetZ and my fellow members of the
subcommittee as we hold our first hearing to examine federal workforce issues inthe 111th

congress. I’d also like to thank today’s witnesses for helping our subcommittee with its work.

While the federal government faces an unprecedented number of major policy issues and
challenges that must be addressed on behalf of the American people, it is critically important that
we take a moment to evaluate the state of our workforce and the two point six million men and

women responsible for making our government work.

Today’s hearing is intended to do just that. Entitled “Public Service in the 21st Century: An
Examination of the State of the Federal Workforce,” I've called this morning’s hearing to
examine the trends and characteristics of the present day federal workforce as well as fo assess
the current status of the federal government’s Human Resource Management (HRM)
capabilities. The Subcommittee will explore both the structure and the quality of the
government’s people management skills, and determine what future legislation might be needed

to tackle any of the issues presented here.

In many ways today’s hearing will lay the groundwork for considering the various approaches or
policies needed to ensure that the government is operating as an employer and is up to the task of

meeting these pressing challenges.

For the United States to remain a global power, high-performing civil servants are Necessary to

do the business of government. In turn, these employees should be rewarded for their talents and
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skills as public servants. I believe the federal government must be in a position to respond to
those answering to the call of public service. As chairman of this subcommittee, I'm commitied

to making this happen.

It is our responsibility here in Congress to ensure that federal agencies are equipped with the
resources necessary to attaining proper staffing levels, providing beneficial training, and

rewarding their accomplished workforce.

I expect that today’s witnesses will both bring us up-to-speed on the pressing issues facing
today’s federal employees as well as offer effective human resource management strategies for

the government to adopt, based on their experiences and day-to-day knowledge.

Again, I'd like to thank the witnesses for their testimonies and look forward to an informative

hearing this morning.
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Mr. CHAFFETZ. Thank you, Mr. Chairman. I appreciate it.

I appreciate your calling this hearing here today. I appreciate the
witnesses who are taking time from their busy schedules to be here
and share this information with us. I also want to particularly
thank the in excess of 2.6 million men and women across this coun-
try who care deeply about their country, who work hard, and who
are often the unsung heros that don’t get nearly enough recognition
and credit for their hard work and dedication they put into their
jobs serving their communities and making this country the great-
est country on the face of the planet.

I would like to apologize in part at the beginning here for the up
and down nature of my needing to scoot next door. My committee
assignment in Judiciary has a number of bills in markup. Please
don’t let that be a reflection of lack of interest. I will be able to re-
view the record in its entirety. But my apologies, Mr. Chairman,
for the up and down nature of having two meetings at the same
time.

I do have an extended statement that I would ask unanimous
consent be submitted to the record. With that, if that is OK with
you, then I will yield back the balance of my time.

[The prepared statement of Hon. Jason Chaffetz follows:]
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Statement of
Rep. Jason Chaffetz, Ranking Member
Subcommittee on Federal Workforce, Postal Service, and the District of Columbia
Comnmittee on Oversight and Government Reform
April 22,2009

Thank you, Chairman Lynch, for holding this hearing. I would like to take this opportunity to
congratulate Mr. Berry’s recent appointment and confirmation to be the Director of the Office of Personnel
Management.

This subcommittee has a unique and important responsibility-—to conduct oversight of how the
government utilizes its greatest asset—our federal employees. The government exists to maintain order, but
also to deal with the crises and challenges presented to this nation on a routine basis. While we in Congress
deliberate and argue about how best to serve our federal employees, they serve us every single day,
tirelessly, and with relatively little thanks given the enormity of the tasks we expect them to carry out. I
would like to take this opportunity to thank all of them for the service they continue to provide this nation,
in easy times as well as the challenging times.

With the average age of our federal workforce between 50 and 54 years old, we are facing a
“retirement tsunami.” Our faltering economy has created a dynamic of “insourcing,” where an
unprecedented number of Americans are looking for jobs with the federal government. There are also
serious concerns with pay structures, and questions to be answered as to how to best incentivize our federal
workforce to its greatest productivity. These are just a few of the major issues in the world of personnel
management in the federal government. Your work is cut out for you, Mr. Berry.

1 think that this hearing is particularly useful as a status report on federal human resource
management for all of us, but especially for a new Ranking Member like myself. Needless to say, there isa
lot to talk about. In these difficult economic times, the management of federal workers in both an efficient
and effective manner is critical.

It is important that we remember that the federal government is different from the for-profit private
sector, but not completely. The General Schedule system is clearly broken, but Pay-for-Performance as
currently implemented shows that we’ve got a long way to go in figuring out how to properly incentivize
our federal employees. It goes without saying that working for the federal government is a great
opportunity to serve the United States, and should be a source of pride. That is part of what brings
employees to the federal workforce.
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Like any successful business enterprise, however, there must be something tangible to reward top-
flight service to ensure that these top performers are incentivized to remain in federal service. Some type of
effective performance-based pay structure must be implemented. We must remember that it is the
bureaucracy of federal government that is ultimately our enemy in implementing something that in every
other business in the world is a no-brainer.

We also must capitalize on current government insourcing, which is occurring primarily as a result
of the state of our economy, without making the mistake of believing that the large increases in applications
for federal jobs will sustain themselves once the economy gets back on track. The current state of the
economy is an opportunity for the federal government to attract record numbers of top-flight employees.
We must not squander this opportunity by creating even more red-tape around the hiring process of these
jobs and ignoring possible management improvements, as some have been want to do in years past. When
the economy does get back on track, we cannot afford to then be stuck with a recruitment and retention
process that is predicated on a lack of stability in the private sector, leaving us even worse off than before.
This is an opportunity for meaningful, long-view reform.

We must recognize the importance and potential waiting for the federal government in telework.
This issue is as much a matter of cost efficiency as it is environmentalism and quality of family life for our
federal employees. We only need to look at the U.S. Patent and Trademark Office to see just how well
telework can function—they reduced annual real estate expenditures by $1.5 million a year as
telecommuting has reduced the need for 3 floors of office space in its Alexandria VA, location.

From the environmental perspective, put simply, telework reduces traffic congestion and wear and
tear on our infrastructure. This means fewer cars on the road and fewer repairs to roadways and public
transportation.

Telework is also a benefit to aid the recruitment and retention of qualified employees. While
telecommuting is not a replacement for child care, it provides an opportunity to allow federal employees
have the flexibility to deal with the day to day challenges of family life rather than having to make a choice
between work and family.

In short, we must approach our jobs in Congress as an opportunity to create the framework for a
sustainable, qualified, and appropriately diverse workforce for the decades ahead of us.

1 look forward to hearing from our witnesses today about what challenges remain in properly
structuring our federal workforce, and to establishing a dialogue with them to ensure that we take action
which will improve the effectiveness of the federal government. Thank you, Mr. Chairman.
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Mr. LyNcH. Thank you very much.

The Chair now recognizes the gentlewoman from the District of
Columbia, Ms. Holmes Norton.

Ms. NORTON. Thank you very much, Mr. Chairman.

I think this is a particularly important hearing to have now be-
cause I am confused. On the one hand, before this we have been
having hearings on the flight of Federal workers from the work
force. One of the things I am most interested in is whether or not
the putrefied economy we inherited has had an affect on making
baby boomers, the oldest of whom have begun to retire, want to
stay on. These are very experienced workers in whom we have in-
vested a great deal.

On the other hand, I understand that there has been substantial
turnover in the Federal work force. I don’t know if those are the
ones that got out before they looked at their functional equivalent
of the 401(k) or not. But I do think that what you are doing is very,
very important in preparing us for a period ahead. It looks like it
may be a bit different from the hearings we have had in the past
where we pulled out our hair because we thought that we were los-
ing workers at such a rapid rate. I thank you again, Mr. Chairman,
for this hearing.

Mr. LYyNCH. Thank you.

Mr. Bilbray.

Mr. BiLBRAY. Thank you, Mr. Chairman. Mr. Chairman, I would
just like to say I appreciate the hearing. As a former public em-
ployee, I think that too often those of us on the policy side forget
that every study in the world has proven that even though com-
pensation and status are important in public employment, the job
satisfaction of feeling like you are doing something productive is
the No. 1 component of retention of public employees. We overlook
that all the time because you can’t negotiate this and you can’t
quantify it on a piece of paper. It is something that has to be an
overall goal of the whole team.

When people feel like they are making a difference, like they are
actually doing something rather than just filling a seat during a
period of time, that job satisfaction reflex is reflected not only in
longevity but in increased productivity. I think that one of the big-
gest challenges that I would ask us to look at is to recognize that
while it is easy for us to look at what the pay rates are and com-
pare it to the private sector, what the ability to move up the status
level in public employment is, that the ability of the bureaucracy
to actually perform and provide the services the public wants is the
most critical component not only to the taxpayer and the constitu-
ency but to the public employees themselves. I think that is one
thing that we overlook.

Again, I was a lifeguard. Let me just tell you something: I would
have taken half the pay for the days where I made the 50 rescues,
for the days that I sat through those cold dreary winters when no-
body else was on the beach except myself. I even got a premium
for sitting through those cold days. Of course, that is cold days in
San Diego. You have to remember that is 60 degrees. But I just
think that we forget about that too often because too often we
think about just pay and status rather than service. Remember,
people in the public employ, the overwhelming ones that really
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need to be retained, are those who care more about service than
even their own compensation. So I yield back.

Mr. LYNCH. I thank the gentleman. I agree. As a current public
employee, I agree highly. I am not a lifeguard. I am sort of a life-
guard but without the water.

It is the common policy of this committee that witnesses are
sworn in. So I would ask the witness to please rise and raise your
right hand.

[Witness sworn. ]

Mr. LYNCH. Let the record indicate that the witness answered in
the affirmative. The witness’s entire statement is already included
in the record.

The green light will indicate you have 5 minutes to summarize
your statement. I am sorry. The green light indicates that you have
5 minutes. The yellow light means you have 1 minute remaining
to summarize your statement and the red light indicates that your
time has expired.

We are gifted this morning to have as our first witness the new,
very new, Director of the U.S. Office of Personnel Management,
John Berry. John Berry serves as a Director of the U.S. Office of
Personnel Management which manages the Federal Government’s
Civil Service. Prior to Mr. Berry’s appointment as Director of OPM,
he was the Director of the National Fish and Wildlife Foundation
and the director of the Smithsonian Zoological Park.

Mr. Berry previously served as Assistant Secretary for Policy,
Management, and Budget at the Department of the Interior during
the Clinton administration where he oversaw a number of pro-
grams to improve employees’ work/life balance. Earlier he served as
Legislative Director to the House Majority Leader, Steny Hoyer, for
10 years. As Steny’s lead on Federal Employee issues, he helped to
guide the negotiation that led to the 1990 Federal Employees Pay
Comparability Act.

We welcome the new Director. I think it has been 6 or 7 days
now, so we want to hear everything you have accomplished so far.
Welcome, Director Berry.

STATEMENT OF JOHN BERRY, DIRECTOR, U.S. OFFICE OF
PERSONNEL MANAGEMENT

Mr. BERRY. Mr. Chairman, thank you so much for this oppor-
tunity. I am especially pleased for my inaugural hearing as the
new Director to be with you today so that we can really step back—
and I think this is a great time to do this, at the beginning of a
new administration—and look at where are we with the Federal
Civil Service.

In day seven on the job, I have to tell you my reaction. After my
first week on, the job has been a little bit, I feel that I am a mem-
ber of either—I am not sure which movie I fit into—either Back to
the Future or Groundhog Day. When I was working these issues
back in 1985 for Mr. Hoyer, it was interesting. I just want to give
you sort of my sense, to begin with if I could since my statement
has been in the record, to give you my sense of where I think we
are today.

Back in 1985, the Employment Cost Index identified at that time
a comparability gap between Federal employees and their counter-
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parts in the private sector that averaged somewhere between 20
and 25 percent. There was an argument at the time as to what ex-
actly it was, but it was a clear agreement that there was a gap.

The bad news is that gap, essentially, that argument has not
moved in the 25 years since I have come back to this issue. We are
still in that same ECI index. We are still arguing that it is some-
where between 20 and 25 percent. But it is still a very significant
gap.

Now, obviously through the lens of one of the most serious reces-
sions since the Great Depression, that gap might not be as evident
today in terms of what we are looking at and seeing in trends. But
it is something we need to always keep in the back of our minds
as to our competitiveness and our abilities.

On diversity, I look at every rank on every category. Diversity
hasn’t moved hardly at all since 1985 in terms of Federal represen-
tation across the board. Our scores would be laughable even at a
T-ball game. It is an embarrassment.

Union labor-management relations, I would categorize right now
as weak to nonexistent. The concept of partnership has dried up
and we need to be about reviving it.

On hiring—and I think this is one that it is widely recognized
in the public—but after my quick assessment after having been at
OPM, like I say, this week, I would rate our hiring that you would
best measure it in geologic time. It uses a language that was last
used, I think, with the lost civilization of Atlantis. I think there is
a modern concern.

In 1883 when Teddy Roosevelt sat in this chair in the prior Civil
Service Commission, he was up here primarily concerned that peo-
ple got Federal employment by basically providing payments to
Members of Congress in the House and the Senate. Well, today, if
you want a Federal job, you are not giving that money to a Member
of Congress or a Senator but you are giving it to a company that
is helping you fill out the application. I think that is an outrage.
We ought to be able to allow people to apply for jobs in a simple
way using plain English that allows us to hire people who are
qualified for the jobs based on the determination of their qualifica-
{:)ionsl.{ The fact that it is so complicated is something we have to

reak.

On recruitment, we have a nice tool belt but it doesn’t have
many tools in it. On internships, we have one of the worst conver-
sion rates in the United States. Right now, we hire about 50,000
interns on average a year during the summer months. We convert
less than 1 percent of those to real employment. Now, the private
sector converts somewhere, it ranges between 25 and 50 percent of
those interns. They use their intern program as a way to give a
trial run to folks and bring good people on board. We don’t do that
in the Federal Government and it is a huge loss of opportunity.

You all read in the paper this morning in Joe Davidson’s column
about our IT issues and the GAO report on retirement. That is one
of many IT issues that I have been briefed on this week. I got to
tell you, it is a big problem and it is one that is going to require
a lot of attention.

I am extremely concerned over what I consider to be a balkan-
ized pay system. We are now in a situation where we do not have
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a majority pay system for the U.S. Government. We have workers
sitting side by side doing the exact same job, being paid differently.
I can’t defend that to you with a straight face. I think it has now
reached the point—we can get along with sort of doing experiments
and demonstrations and trying different flexibilities—but at some
point we have to come back and say what makes sense, what
works, and design a system that works for the majority of workers
in the Federal Government.

Training, it is the first thing cut in a budget and it is the last
thing restored. We have to change that. In our complex world, we
can’t deal with that.

Our performance appraisal systems lack credibility with the em-
ployee, with managers, and with the public. We have to do a better
job.

My experience with OPM’s budget is that essentially what I have
found is that a majority of our budget is on a reimbursable basis.
Now what that means is that I may have my hand on the rudder
but the rudder is not responding. We are responding to where our
customer is putting the dollar. Our discretionary budget is so small
that it doesn’t allow us to lead in ways that we need to.

Now, that is a pretty bleak assessment to begin with. There are
some bright spots and I would begin with them. I think there are
three. The good news is those bright spots overwhelm any of these
dark ones.

The first is that, thank God, despite all of these challenges and
dark forecasts which I have just explained to you, the outstanding
men and women who serve this country today in the Civil Service
are doing an incredible job. They are staying focused. They are de-
livering the product that the taxpayer expects. Hats off to them for
not letting the systems where we have failed them, essentially, af-
fect their work.

Mr. Bilbray, you are dead right and I am happy to report to you
that our morale surveys actually show that we are doing pretty
well on that front. It is a good thing that our employees actually
think they are doing important work. They think it matters to this
Republic. They understand the importance of their work and they
believe that they are contributing to the health of the Nation. That
is actually our rating, our survey ratings have gone up on that.

So it is an absolute rock solid important thing. If we didn’t have
that, we couldn’t really move forward. But because we have that,
and we have solid men and women in the Civil Service, I think we
can fix each of these other things.

Then the final, third bright spot I would mention to you is that
employees at OPM I have met are solid. We have some great man-
agement talent. The employees I have met are skilled; they are
professionals. I think the bottom line is if my leadership is up to
snuff, we ought to be able to do something on these darker points
that I have made to you.

Mr. Chairman, I know I am going over, but with your
indulgence

Mr. LYyNcH. With all due respect, Mr. Director, you have been
over for a long time now.

Mr. BERRY. Oh, I am sorry.




15

Mr. LYNCH. However, I think perhaps in the course of our ques-
tioning and answering, you can hit on the other points you want
to hit on. I just don’t want to set a precedent of allowing you 10
minutes and then everybody has 5.

Mr. BIiLBRAY. Well, Mr. Chairman, seeing how he spent so much
time complementing me, I think you should——

Mr. LyNcH. Yes. I was actually going to cut him off when he
started doing that.

Mr. BERRY. Well, Mr. Chairman, if I could just to mention, I
would like to comment on the game plan for what I see as the way
forward. Hopefully in question and answer we could get some of
that out. I don’t want to leave it at all as the dark. I believe we
have a bright path forward. What I would just like to lay before
the committee is what my vision would be for addressing all of the
issues that I have raised with you.

[The prepared statement of Mr. Berry follows:]
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Chairman Lynch, Ranking Member Chaffetz, and Members of the Subcommiittee:

Thank you for inviting me to speak with you today about the state of the Federal
workforce. [ especially welcome the chance to address this topic, because there is plenty
of good news to report.

When I was confirmed as the Director of the Office of Personnel Management (OPM), I
committed to do everything I possibly could to make the Federal Government the best
employer in the Nation. In my short time at OPM I have learned that, although there are
many good things about working for the Federal Government, there is also much to be
done to make the Federal Government a first-class employer. We need to review our
human resources practices and policies to ensure that employees are treated in a fair and
respectful manner. This means we need to identify policies that are not consistent
throughout the Federal workforce, select those that are the best, and enable all employees
to share in what should be the best personnel system anywhere in this Nation. This
includes providing the training employees need to be successful in their jobs and the
employee benefits required to meet their needs and those of their families.

The State of the Federal Workforce is Sound, but with Room for Improvement
Judging from OPM’s most recent employee climate survey, the state of the Federal

workforce is, for the most part, good and getting better. The Federal Human Capital
Survey administered by OPM in August and September of last year showed results that
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were generally favorable and more positive than the previous survey, which was done in
2006. More specifically, 47 of 73 items showed improvement. Increases in positive
responses were especially apparent in the areas of performance management, diversity,
leadership, and learning and development. Federal employees continue to like the work
they do, believe their work is important, and feel they are held accountable for achieving
results. More than 210,000 Federal employees at 83 Federal agencies, from a survey
sample of more than 417,000 employees, responded to the survey.

Particularly heartening is the relatively high 64.3 percent positive response to a new
question for 2008: “In my most recent performance appraisal, I understood what I had to
do to be rated at different performance levels.” However, I am extremely concerned that
only 29.6 percent of responses were positive to the question “In my work unit, steps are
taken to deal with a poor performer who cannot or will not improve.”

Employees are entitled to a full understanding of the work expected of them and the
standards against which their achievements will be appraised. And in turn, employees
are entitled to a fair appraisal of their work against those standards. Those employees
meeting or exceeding their standards should be appropriately rewarded, and prompt
action must be taken when employees fall short. Managers must pay more attention to
the appraisal process, both the annual formal process and the day-to-day feedback that
employees have every right to expect. | understand the requirement for periodic
evaluations and ratings is governed by law and regulation, but I want to ensure that the
standards for those evaluations actually add to employees’ understanding of what is
expected of them, and that the appraisal process, both formal and day-to-day, helps
employees focus their efforts to effectively accomplish their work.

The survey findings also shed light on workforce retention. Only 13 percent of
employees said they were likely to leave Government in the next year to retire, move to
the private sector, or for other reasons. Moreover, an analysis showed that some survey
items appear to have greater impact in retaining workers. Generally, these items received
favorable responses; most notably, employees report that their work gives them a feeling
of personal accomplishment, and they believe their talents are used well in the workplace.

However, there is considerable room for improvement for agency management to provide
more information to employees on what is going on in the organization and for agencies
to provide opportunities for employees to get better jobs. The Government lags behind
the private sector on these aspects of human resources management.

OPM Initiatives to Improve Recruitment and Retention

Though the survey paints a generally bright picture of the view from within the current
Federal workforce, we take very seriously the need to improve certain aspects of Federal
human resources management. Even before [ came on board at OPM, the agency had
begun work to develop tools and design flexibilities to help agencies recruit and retain the
right people in the right jobs. At the same time, we have reminded agencies of their
critical role as the “front line” in the Federal hiring process and the need to plan their
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recruitment strategies thoughtfully and creatively so they can compete effectively with
other employers in the labor market.

One of the tools OPM developed, jointly with the Chief Human Capital Officers Council,
was the End-to-End Hiring Roadmap introduced last September. This project was aimed
at providing both Federal agencies and job applicants with a more effective and positive
experience. The roadmap gives agencies comprehensive, step-by-step implementation
instructions that provide for an 80-day hiring timeline, beginning with the manager’s
request for the recruitment action and ending on the new employee’s first day on the job.
The roadmap stresses the importance of communication with applicants at four key
junctures: receipt of the resume, assessment of the resume, referral of the resume, and
the selection of the candidate. Another vital element of the roadmap is job opportunity
announcements that are written in concise, plain language.

In essence, we have outlined the entire hiring process in the roadmap, showing the
interrelatedness of the five components, as well as timelines and standards for
accomplishing each step of the process, successful practices, templates for simplified job
announcements, and scripts for communicating with applicants. We believe the End-to-
End Hiring Roadmap will help agencies accomplish two essential goals — namely, to give
applicants a better experience and to speed the hiring process. OPM will ensure agencies
implement the roadmap through meaningful metrics that measure the satisfaction of
applicants and managers with the hiring process.

We also believe the roadmap will make it easier to identify and address systemic
obstacles to effective recruitment and retention at an early stage. When we are able to do
this, we are likely to be more successful in resolving problems like extreme shortages in
particular occupations. In such special circumstances, OPM works with the affected
agencies to determine what they need. For example, OPM, collaborating with the Federal
Acquisition Institute, successfully implemented a pilot that included streamlining the job
opportunity announcement for entry-level contract specialists, reducing the
announcement from more than 20 pages to around 6 pages, and outlining the duties and
qualifications in plainer language. This project also streamlined the on-line assessment,
created a web page specifically designed for the acquisition community, and developed a
centralized hiring strategy to share resumes among agencies. This model of effective
hiring, based on clear vacancy announcements, identified competencies, and an available
register of candidates, was funded by the Federal Acquisition Institute and supported by
those agencies with a high demand for acquisition professionals. The project
demonstrates that hiring can be streamlined for occupations that exist in sufficient
numbers throughout the Federal Government to warrant centralized effort and
expenditures.

The Governmentwide shortage of veterinarians is another case in point. OPM has
provided flexibilities to facilitate recruitment of veterinarians, such as direct-hire
authority and dual compensation waivers, which are exemptions from the requirement to
offset the pay of reemployed Federal retirees by the amount of their retirement annuity.
We conducted a forum with the veterinarian community to address the overall nation-
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wide shortage of veterinarians and its impact on the Federal Government’s ability to
perform food safety inspections across the nation. A follow-on forum will further
develop workforce planning, recruitment, and retention strategies. The challenges we are
facing with respect to the veterinarian workforce, however, serve as a reminder that there
are limits to what OPM can achieve, given current resource constraints, and there is no
one-size-fits-all hiring formula so the capacity of agency human resources professionals
must be expanded to take full advantage of whatever tools and resources OPM provides.

The Importance of Workforce Planning

One of the areas in which agencies need to build competency is workforce planning.
OPM provides an intensive program of oversight and assistance to agencies on workforce
planning. The workforce planning process is designed to produce metrics that will enable
agencies and OPM to identify problems before they become crises. OPM regulations
require each agency to undertake strategic workforce planning in a specific, documented
manner. Agency workforce plans are used to make decisions about structuring and
deploying the workforce. Under OPM regulations, agencies also must identify and
document “mission-critical” occupations and competencies and provide a baseline of
information to develop strategies to recruit, develop, and retain talent needed for program
performance. Agencies must demonstrate that they are meeting these standards for
workforce planning and other elements of strategic human resources management. OPM
annually reviews the results of agencies’ human resources management programs and
assesses agencies’ workforce planning systems against these standards. We use agency
workforce plans to identify issues and determine what guidance is needed or what policy
changes may need to be considered.

Supporting Implementation of the American Recovery and Reinvestment Act

While we are talking about the state of the Federal workforce and what OPM is doing to
build and sustain an effective civil service, I would be remiss if | failed to mention the
timely topic of OPM’s role in support of the American Recovery and Reinvestment Act.
Beginning last month, OPM developed a tool to make it easier for Federal agencies to
document new hires that are funded through the Recovery and Reinvestment Act. We
hosted an interagency forum on hiring authorities for agencies. We also met individually
with several agencies affected by this legislation to help map out a strategy for meeting
their current and anticipated human resources needs.

We followed these initial efforts with a Governmentwide Schedule A appointing
authority to fill, on a temporary basis up to one year, positions needed to carry out the
provisions of the Recovery and Reinvestment Act. OPM also granted agencies specific
direct-hire authority and dual compensation waivers, as needed and appropriate, to meet
their responsibilities under the Act.

Ongoing educational opportunities were offered across the country through the Federal
Executive Boards, as well as in meetings and training academies sponsored by the Chief
Human Capital Officers Council. OPM also has trained agencies on how to do data
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mining on the USAJOBS website to encourage some of the millions of passive job
seekers to apply for one of the more than 43,000 job openings. “Passive job seekers” are
those who store their resumes on the site but who are not actively looking for specific
jobs to apply for. With effective outreach by agencies, many of them could be
encouraged to apply for job openings for which they would be well-suited. In addition,
there is now a Jobs.Recovery web page to make it easier for members of the public to
seek out positions directly related to the Recovery and Reinvestment Act.

Agencies’ Human Resources Management Capacity Is Still a Work in Progress

As you can see from the activities described above, OPM has provided many tools to help
agencies meet their hiring needs, but many obstacles remain. Although we can take pride
in the current state of the Federal workforce, and OPM has accomplished a great deal in
its effort to improve Federal human resources management, we are eager to exercise
leadership in pursuit of the goal of making the Federal Government the Nation’s Model
Employer. We look forward to identifying the best practices across the human resources
spectrum and inculcating them throughout the Government.

Moreover, OPM can provide many tools and resources to facilitate effective human
resources management practices, but their effectiveness will be limited if agencies do not
have a cadre of human resources professionals fully equipped to identify and tackle
emerging workforce challenges.

We need to make sure agency human resources professionals are receiving the training
and developmental opportunities they need in order to deal with the kinds of issues that
are arising in the Federal workforce today. They must not only have a solid grounding in
the basic procedures and regulations governing Federal human resources management,
but they also need to be creative strategists in addressing contemporary obstacles to
effective recruitment and retention in mission-critical occupations. We need to raise the
skill level of agency human resources professionals in workforce planning, for example,
so that systemic problems affecting critical occupations across agencies and across
components within an agency can be addressed early and effectively. Part of what I hope
to do in the months ahead is to take a closer look at what needs to be done to build human
resources competencies at the agency level.

Again, 1 appreciate your inviting me here today. I would be happy to respond to any
questions you may have.
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Mr. LYNCH. Thank you. What I will do is I can actually, in the
questioning portion of this I can give you ample opportunity to
make those points, which are indeed important. Let me begin the
questioning with that.

We have a situation here where the central—and we talked
about this before, you and I—where you have a system that is rule
bound for Federal employees, that might have served the needs of
Federal employees some decades ago but that has hung on. And as
a result of the unworkability of some of those guidelines and rules,
independent agencies—not just to flaunt the rules but to accom-
plish things—actually opted out and created their own systems for
hiring, for promoting, for assessing performance. This has hap-
pened everywhere.

I don’t blame the agencies because they were trying to do some-
thing that actually worked, that was common sense and productive.
So I don’t think that they just through ill will broke out of the
rules. I think they did it by necessity.

However, now we are left with a—I don’t know, you call it Bal-
kan but I wouldn’t want to do that injustice to the people of the
Balkans—it is really not a system at all. System implies some type
of coherence and compatibility. This is really an ad hoc system that
has now been created by different agencies to do their own thing,
basically, to try to get things done. So we have a real hodgepodge
out there of employment policies. So that hurts OPM because it is
your job to provide that overall framework.

How do we get there? How do we create a framework that takes
the best of lessons learned that we have out there? Some of these
agencies are doing wonderful things, innovative, in spite of our
ham-fisted attempt at managing human resources. How do we take
the best but knit together a system that doesn’t result in having
folks work side by side at the same desk, making disparately dif-
ferent salaries, both of them working hard at the same job? How
do we get there?

Mr. BERRY. Mr. Chairman, I think you have hit the nail right on
the head. I think it is time for us to really think. It will take the
partnership of everyone on this committee and I think all of the
people testifying here today to work together with us on this to es-
sentially come up with a new baseline system. I think that system
sort of has to have three key elements to it in terms of the road
map forward on this.

One is it needs to be a fair system for employees. Employees
need to feel that the basic pay structure establishes meaning, that
it is related to standards that are recognized, and that employees
feel that it is fair and applied fairly across the board.

The second big point I would make, Mr. Chairman, is that it has
to have a credible assessment system. It has to be clear in telling
people what their job is, what their critical elements are, holding
them accountable to performing those, correcting them where they
are weak, rewarding them where they are strong, and eliminating
non-performers. So, I think we need to come up with that. That has
to be a critical element of this to the American public.

The third thing is training. We mentioned that. It is unfortu-
nately nonexistent pretty much across the Government today. That
has to be a key component of any major plan going forward because
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we kid ourselves. You can get away cutting training for 1 or 2
years but you can’t do it for the long run as we have done in the
Government.

So, I think those three elements—if we can come up with a fair
pay system, a credible assessment system and appraisal approach,
and a strong training component—if we can devise a system that
has strength on those three fronts, I think we can restore the in-
tegrity of a majority pay system for the country.

Mr. LyncH. Thank you. At this point, I recognize for questioning
Mr. Chaffetz, our ranking member.

Mr. CHAFFETZ. Thank you, Mr. Chairman. Thank you for being
here and congratulations on the new appointment. Let me ask you,
pay for performance, does it work?

Mr. BERRY. As in any system, there are good things and there
are bad things. I think we have found some very good things but
there are some warning lights. I am meeting, in fact, later today
with the Deputy Secretary of Defense to discuss the Defense De-
p}?rtment’s system that they have developed and how we can assess
that.

Mr. CHAFFETZ. But do you think it has room in the Federal Gov-
ernment, in the work force?

Mr. BERRY. Performance, it has to be in the Federal Government.
It is in the GS system.

Mr. CHAFFETZ. Pay for performance or just performance?

Mr. BERRY. Well, it is not widely used. But I will tell you, having
been a manager, you can use it. Within grade steps can be tied an-
nual performance appraisals.

Mr. CHAFFETZ. Where do you see the challenges, then, with it?

Mr. BERRY. It is not strong enough. We do not have a system
that has credibility with any of the major partners that we need
to have: the employees, the managers, or the public.

Mr. CHAFFETZ. Yes. Just to editorialize a little bit myself, your
checkmarks here of being fair and credible and the training compo-
nent, I think are spot on. I would concur with that. I would just
hope that, given the short time here for me to ask a series of ques-
tions, that you do consider it. I do think it has relevancy, maybe
not for every job, but certainly the concept, the principle, the idea
that we are rewarding performance. I think that is sorely needed
and could be implemented in an effective way. I am glad to hear
your comments on that.

I would like to go, if I could, to this Washington Post story that
came out today because you certainly have your hands full. Of par-
ticular note was this idea that the OPM, it says, “In October, the
OPM cut its losses when it killed a $290 million, 10-year contract
with Hewitt Associates,” maybe we should have them here, “which
was to have developed an advanced retirement calculator to speed
the processing of claims.” Anyway, it goes on. What are we going
to do about that?

Mr. BERRY. The good news is we didn’t lose $290 million. By clos-
ing off the contract, essentially I think cut our losses. This has
been a huge problem. This has been the third attempt OPM has
made at this, of revising the retirement system. This started back
in 1982. There have been three attempts. The total cost that has
been invested over that period of time, over both Republican and
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Democratic administration attempts to reform this, is approaching
$100 million. What we have to show for that is precious little. We
have been able to with that money at least cobble together a patch-
work quilt system that manages to work. But it does it in a way
that does not inspire confidence.

I just got briefed on this in my first week. I can tell you this: 1
am not just going to race off and continue what has been happen-
ing since 1982. I think we need to go back to the drawing board.
We need to engage and involve other agencies that have done
major systems innovations. Social security does this regularly. The
IRS does this regularly for a lot more people than we are talking
about. I think in many ways, my just personal assessment of where
this went off the tracks is they tried to swallow the elephant.

Mr. CHAFFETZ. Could you maybe pick a different animal? [Laugh-
ter.]

Mr. BERRY. Apologies for the metaphor.

Mr. CHAFFETZ. The point is well taken; I understand.

Mr. BERRY. They were trying to solve everything and as an end
result solved nothing.

Mr. CHAFFETZ. How would you rank this in terms of your prior-
ities?

Mr. BERRY. Let me tell you that the core part of it is that we
have to do the job right. We have to figure out what retirees are
owed correctly and we have to pay them correctly on time. That is
job one. So what my direction is to my team is, let us figure out
how to do job one well. That is a must-have. It would be nice if em-
ployees could sit at their desks and call up their retirement system
and play with options and think about what date they could retire.
I think of that as a nice-to-have. We ought not be wasting money
trying to do the nice-to-haves until we have the must-haves done.

So my game plan here is going to be to whittle this down to what
must be done. We right now, our systems that are providing these
checks and making these determinations are on the verge of fail-
ure. They are working and they are working today accurately. But
we need to make sure that they can continue to work and handle
the growing boom. So, I am going to whittle that down to that core
issue and then focus on it by bringing in outside expertise to advise
us on a course forward.

Mr. CHAFFETZ. Thank you. Thank you, Mr. Chairman.

Mr. LYNCH. The Chair now recognizes the gentlewoman from the
District of Columbia, Ms. Holmes Norton for 5 minutes.

Ms. NORTON. Thank you, Mr. Chairman. Mr. Berry, the last time
I spoke to you, you were running the Zoo. I am trying to under-
stand what it is about running the Zoo that makes you so qualified
to run Federal employees. I will put that aside for the moment. I
know of your long service in the Federal Government. I am pleased
to have you, particularly given the demonstration of your manage-
rial excellence you have shown throughout your service.

I indicated my confusion about whether we have openings or not,
whether people are retiring or not. I would like you to clear that
up for me. We understand that there are still challenges in recruit-
ing people to public service. We see the administration going all out
to make public service sexy again, shall we say. Are people retiring
at the same rates they were before the economic crisis or not? If
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there is so much unemployment, why are you having trouble re-
cruiting people to Federal service now?

Mr. BERRY. Congresswoman Norton, I think right now I would
have to get back to you to see if we have accurate data. I have not
seen data that captures the current moment which would be right
on point with your question.

Ms. NORTON. I would ask you to get us that data within 30 days.
That is critical as an early sign of whether or not there has been
some cessation of what was people taking early retirement. They
were getting out of Dodge and then using all of our investment in
them to go into the private sector, even becoming contractors, using
our experience in that way.

Tell us about contracting out. Why would the Government be
contracting out if you are having such trouble recruiting people? Is
contracting out the only way to get the Federal job done? Do you
intend to do the wholesale contracting out of the Government that
we have seen in the last several years?

Mr. BERRY. Definitively, no is the answer to is it the only way
to get the job done. Contracting out can be a very helpful tool for
the Government when it is used strategically. When it is used slop-
pily and slip shoddily, I think we need to be very careful because
it can essentially confuse the mission of the Government. It can
blur its regulatory responsibilities. We need to be very careful with
it.

Right now, my sense and my understanding is that the Govern-
ment is going to face a different issue. Rather than contracting out,
we are going to face what we call insourcing. A lot of departments
have been discussing with me, including the Department of De-
fense, wanting to move what they believe are employees that are
providing on contract bases back onto the Federal roles.

So our challenge is going to be how can we do that; how can we
handle the hiring and make sure we get those people back onto the
roles that are good and allow for fair and open competition consist-
ent with the merit principles. So I think what you are going to see
is a new trend in Government.

To your point about the retirees, there is no question that with
an aging society we have to be creative in figuring out how we are
going to benefit from that skill set and that talent. It ought not just
be on the golf course. We need to keep those people in Government
longer. We need to figure out how we are going to reengage their
assets. To do that fairly, it is a complicated thing because we have
to balance that with still providing opportunity for growth.

Ms. NORTON. Well, one of the other things that encourages peo-
ple to leave government is to take your pension and then become
an employee of a contractor. Mr. Berry, I wish you would do some
work to discover just how many Federal employees leave the Fed-
eral Government to go onto a contract and whether that is in the
interest of the Federal Government.

Finally, let me ask you about the union-management partner-
ship. One of the most effective notions I remember from the Clin-
ton administration was, and I believe this is the right name for it,
union-management partnership which even some Federal agencies,
I understand the EPA, have begun to reestablish. These things
were wiped out. I don’t know why one wouldn’t just want to talk
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to unions if you believe in labor peace. Are you considering reestab-
lishing the union-management partnership notion which would
cover all agencies in the Federal Government?

Mr. BERRY. Yes. We are very seriously looking at that, Congress-
man Norton. In fact, that was going to be my second priority in
terms of after overall pay reform of reviving partnership in an ef-
fective and active partnership program with labor. I will be looking
forward to working with all of the union heads, the Office of Man-
agement and Budget, and the President to see if we can sculpt a
positive way forward that creates a positive relationship between
labor and management.

Mr. LyncH. The Chair recognizes the gentleman from California,
Mr. Bilbray, for 5 minutes.

Mr. BILBRAY. Thank you. Let me just followup on the issue that
the Delegate brought up, the gentlewoman raising different issues
about the way the system is structured almost encouraging people
to retire and leave the system. I think one of the examples is that
the current pay cap for GS—15 means they can earn up to a certain
amount. If they stay employed, they are locked into a limit. But
their continuing service, there is no such limit. Their retirement
benefits continue to grow. So you literally create a situation where
there is an incentive to retire, not to stay employed. So I think a
lot of this is, we talk about the way the individuals may move to
the private sector, why is this done? What is the logic behind it?

Mr. BERRY. Mr. Bilbray, I am going to be honest with you. I can’t
give you a good explanation as to what the logic of that is. I think
this has to be an issue we all wrestle with together.

Mr. BILBRAY. Shouldn’t it be sort of flipped the other way?
Doesn’t it seem like it is really stacked in the opposite direction?
Logically, I know I hate to use that term around the Federal sys-
tems, but let us use that radical concept of logic. Why would an
employer create a system like this?

Mr. BERRY. Mr. Chairman, I don’t want to pretend to tell you.
I wouldn’t defend it because I don’t understand exactly why they
would do it. It certainly seems counter-intuitive. But I think I do
need to talk to some people who understand this issue in detail and
make sure I am not missing something.

Mr. BILBRAY. OK, so we agree that on its face, it looks like it is
something that needs to be changed. But let us look into it. I think
there is a justification to say justify this process, not based on
something that went on before or some kind of agreement that
went on before, but what is the outcome right now. I just hope we
spend more time looking at outcomes rather than intentions and be
willing to be brave enough to correct it. Mr. Chairman, I have al-
ways said, when I was in local government that the biggest prob-
lem with Washington isn’t that we try new things or that we make
mistakes, but that when we try new things and make mistakes, we
are not brave enough to go back and correct it. So I would ask us
to take a look at that.

Mr. Berry, I served for 16 years on Air Resources Board agencies
in California. Some of the most environmentally friendly and ener-
getically conservative strategies that we could ever implement are
telecommuting and flex time to reduce the emissions and the con-
sumption of fuel for employees going back and forth and to reduce



26

the demand of having to build new infrastructure to carry it. Now
the Patent and Trade Office has demonstrated that they can work
within a telecommunication issue. What is the status of this con-
cept across the board when it comes to the Federal work force?

Mr. BERRY. You will find in me, sir, a strong proponent of both
telecommuting and flex time. I agree with your assessment. These
are valuable tools not only for the employees improving their pro-
ductivity and enhancing their family work life situation but in also
affecting our environment in a positive manner. So I will be very
supportive of it. I think we do have to be careful and work with
managers.

As Ms. Norton pointed out, I ran the National Zoo. Unfortunately
there are some positions you just can’t telecommute. You have to
feed the animals in the morning; you can’t do that from home. So
at some positions it can’t work. But for those that it can, we really
ought to exploit it. We need to be supportive of it. We need to make
it easier. We need to make it more accessible throughout the Fed-
eral Government.

Mr. BILBRAY. I appreciate that. I will just tell you a story about
one of the most deserted parts of the world, the central coast of
Baja California. I ran into a French engineer on his boat who was
delivering his work to Paris by the internet every day. That is the
kind of job I am looking for down the line. [Laughter.]

But I just think these are two issues that the Delegate and I to-
tally agree on. I know that the problem we ran into in California
is that organized labor did not like the concept. They saw it as pos-
sibly being a barrier, giving independence to an employee separate
from the organized strategy, and making harder to organize be-
cause they weren’t physically in one plant. That is not the problem
here, is it?

Mr. BERRY. I would have to talk with our labor leaders about
that. In the spirit of partnership, I think one of the first rules of
partnership is good, fair, and open communication. So, I would like
to pose that question with them and really discuss and get their
input.

My assessment is that where there is a bargaining unit, that
would obviously be something that would be subject to the bargain-
ing process. So, I think I would look forward to working with the
nationals and their leaders to see if we can solve concerns they
might have because the objective is a good one. It is an important
one. We need to be about doing as much as we can to improve the
work life and workplace for our Federal employees. Those are two
good tools to do it.

Mr. BILBRAY. Mr. Chairman, just in closing let me say I find it
hard to believe that is a problem in our Federal system. I hope it
isn’t. My frustration was, in California at the State system, that
they literally said that an individual could not make an agreement
with management to do telecommunicating unless it was incor-
porated into a formal union agreement, which created huge bar-
riers. I just can’t believe we have made that mistake in the Federal
system. I hope that we avoid that. I think the individual still is
premier against the bureaucracy or even organized labor, that the
individual really needs to be allowed to do the right thing.

Thank you very much. I appreciate it, Mr. Berry.
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Mr. LyNcH. I thank the gentleman.

Just to clarify a point, in the chairman’s discussions with the
labor unions, in this instance labor unions have actually been advo-
cates. I must say, they have been advocates of telework and provid-
ing flexibility for workers. So it is not the situation that the gen-
tleman from California feared. It is the opposite situation where
the union representatives in this case are saying telework is actu-
ally something that helps the quality of life of the employees that
they represent. They have not been obstructionists. They have ac-
tually been advocates of finding ways to make workers more pro-
ductive by utilizing it where it is appropriate. There are some
cases, as the Director pointed out, where it is impossible but they
have been certainly open and supportive of the practice.

The Chair recognizes the gentleman from Virginia, Mr. Connolly,
for 5 minutes.

Mr. ConNoOLLY. I thank the chairman.

Let me begin by reinforcing the chairman’s point. My experience
in local government and here in the National capital region as the
chairman of the Council of Governments was actually that the
work force was more than cooperative. They saw telework as actu-
ally a benefit.

Telework is not defined as 5 days a week out of the office, by the
way. Telework officially is defined as at least 1 day of the week not
at your normal place of work in a remote location. It can be from
home or wherever.

I think in an era where we are worried about recruitment and
retention, not only in the private sector but in the public sector,
telework is a tool. I also believe in the post 9/11 world, telework
is an essential part of your continuity of operations plan. If you
don’t have a vigorous telework plan in place, I don’t know how you
get to a continuity of operations plan.

But I would say to you, Mr. Berry, I think based on my own ex-
perience—I was the chairman of Fairfax County, right across the
river—I had a work force of 12,000 and I set a goal. The goal was
20 percent of our eligible work force teleworking by the year 2005.
We exceeded that goal. The first thing we did was to decide, well,
who is eligible. So we didn’t have a zoo, but for example, police offi-
cers can’t call in their beat.

So they had to work. They couldn’t not show up. But we identi-
fied the rest of the work force and then we said, “OK, 20 percent
of that work force, what are we going to do?” But it requires a lead-
ership from the top. Managers and supervisors are not going to do
it if they honestly at the end of the day believe this is lip service.

In a region as congested as ours, not to have the Federal Govern-
ment leading telework is almost criminal. Yet consistently it has
been the Federal Government that has been the laggard in our re-
gion, behind the private sector, behind State and local government.
So we need to systematize telework. It has to be in HR policy
manuals. The work force needs to know very clearly what is ex-
pected of me if I sign up for this, how will I be supervised. Super-
visors need to know how to evaluate workers. This is not rocket
science. It is not terra incognito. We have lots of experience. But
I urge you strongly to systematize telework.
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Mr. Chairman, I would urge Mr. Berry to come back to us maybe
in 6 months and talk to us on this subject alone because I do think
it is such an important tool. And I am delighted to hear of your
support, Mr. Berry.

Let me ask, one of the things we have talked about on this com-
mittee and that I hear increasingly as a source of concern, not only
in the work force but among Federal contractors, is the loss of ex-
pert acquisition and procurement capability within the Federal
Gov?ernment. How are we going to address that very complex sub-
ject?

[The prepared statement of Hon. Gerald E. Connolly follows:]
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Opening Statement of Gerald E. Connolly
Subcommittee on Federal Warkforce, Postal Service, and District of Columbia
Member of Congress, VA-11

April 22, 2009

Thank you, Chairman Lynch for convening this hearing. This is a particularly important time to examine
the state of the federal workforce, since 47% of the supervisory federal workforce will be eligible for
retirement within the next decade.

In this session the House of Representatives has already taken action to prevent this impending brain
drain, With passage of the Federal Retirement Reform Act that this committee reported, we corrected
three problems with the current federal retirement system by addressing FERS Redeposit, FERS sick
leave, and CSRS annuity calculations. Some of the individual bills to address these issues had languished
for years before this session. 1 applaud the committee leadership and my colleagues for expeditiously
moving this legislation forward.

As important as the Federal Retirement Reform Act was, we cannot rest without taking additional action
to ensure we have the strongest possible federal workforce in the coming decades. | appreciate the
opportunity to hear from this distinguished panel, which includes representatives of diverse
constituencies that have worked in concert on many issues affecting the federal workforce. Employee
unions and management associations alike supported the Federal Retirement Reform Act, and | look
forward o our collaboration on issues in the future.

We must focus on retention and recruitment in the federal workforce. Policies to reach this objective
include pay parity, which we included in the Budget Resolution, elimination of the Government Pension
Offset and Windfall Elimination Provision, and other bills that make federal employment more
attractive. In addition, we should remain focused on professionalism of the federal workforce, and
prevent ‘burrowing-in’ of political appointees. Finally, we have the opportunity to pass innovative
legislation that makes federal employment more attractive at very low costs. HR 1722, the Telework
improvements Act, is promising legislation that | helped craft with Congressman Sarbanes and
Congressman Wolf. By improving the implementation of telework, we can make federal employment
more family friendly while enhancing government efficiency and reducing greenhouse gas poilution.

Technology also plays an important role in the future of the federal workforce. 1 have introduced HR
1910, the Chief Technology Officer Act, to make this executive appointment permanent. This committee
has an important role to play ensuring that the federal government maximizes use of technology to save
taxpayer money and improve delivery of constituent services.

By addressing federal employee retention and recruitment as well as the role of technology, we can
ensure that we have a vibrant, experienced, and efficient federal workforce for years to come.
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Mr. BERRY. At OPM, the team that was there before me did a
pretty good job on helping with the stimulus bill, recognizing that
was going to be a critical hire group. OPM created a special cat-
egory deferential to the agencies so that they could move forward
with direct hire authority in that regard. I think so far that looks
like it has been very helpful to many of the agencies in moving
quickly with the stimulus and recovery funds.

I am actually looking at and thinking that another category that
is in dire need and of equal importance is our HR professional ca-
pacity throughout the Government. In many cases, that has essen-
tially been hollowed out over time. As agencies seek under this bill,
especially agencies that are in a growing situation—like the IRS,
like the Defense Department—that will be hiring significant num-
bers of employees, it is essential that they have super HR staff on
board.

So one of the things we are looking at is how OPM can play a
significant role in making that easier as well, speeding up that
process, putting it into plain English, and creating essentially a
pool of applicants that would be pre-certified, if you will, through
a regular application and wide open competitive process. Then the
agencies would be able to hire directly from that pool of expertise
and get the HR staff that they need on.

I think there are probably other categories we are going to have
to treat similarly. But hopefully, those can be some first steps. We
have made some solid steps with the contracting position that you
discussed. I think we can continue that progress and move it for-
ward.

Mr. CoNNOLLY. I think the feedback we get when you move to
large, complex, and integrated contracts, is making sure we have
the resident expertise in-house which is increasingly a challenge.
Frankly, that expertise gravitating toward the private sector is
very tempting.

The other problem, let me ask you, though, actually has to do
with policy and not just talent and resources. Many contractors will
talk about the fact that they will have many, many, many project
managers and contract managers over the life of the contract. That
leads to a discontinuity in management, different expectations
about scope of work, and often some distortions as a result in terms
of the work product delivered. Are there things we can do to try
to incentivize more continuity in the contract management part of
the Federal Government?

Mr. BERRY. That is a great question, Mr. Connolly. I don’t have
anything off the top of my head to give you some specifics in that
regard. It is certainly something I can look into. I think it is some-
thing we need to pay attention to. We also need to be careful, as
we talked about with Delegate Norton, as we move into an era
where we might be dealing with much more insourcing rather than
outsourcing that continuity can also be provided in-house as well
so as we move things from the private sector we can also provide
a smooth management transition as well. So we are going to have
to wrestle with those issues in both directions.

Mr. CoNNOLLY. My final question, Mr. Chairman: Both Delegate
Norton and I represent lots of Federal workers. Both of us were
here in Washington before the Metro was constructed. Now 40 per-
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cent, I believe, of the total passengers every day on the very suc-
cessful system are in fact Federal workers. What would happen if
we shut down Metro tomorrow and the Federal work force no
longer had Metro to be able to get to work?

Mr. BERRY. It would be a disaster. The road system is not set up
to handle that amount of people. The Metro system is critical to the
smooth Federal operation of this Government and its headquarters
operations. I can’t imagine our effective operation without it. It is
critical.

Mr. CONNOLLY. So one might inferentially conclude from your
testimony that the Federal Government has more than a passing
interest in the success of Metro and in its financing?

Mr. BERRY. Well, I think you might want to take that question
up with the Director of the Office of Management and Budget. But
I personally, as a rider, user, as a local boy who has grown up in
this area, and knowing Carmen Turner who is my beloved mentor,
God rest her soul, who ran the Metro system at one point—love the
Metro system. I think it is great. It is great for our air quality in
this area. It is a great asset to living in the Washington, DC, area.
It is critical for our Federal employees.

Mr. ConNoLLY. Thank you, Mr. Berry. Thank you, Mr. Chair-
man.

Mr. LYNCH. Absolutely. That was a leading question. [Laughter.]

It is certainly a nice segue. We do have an upcoming hearing on
the Metro in this subcommittee that Ms. Norton has been a major
advocate for. So we will certainly address that issue.

I do recognize the ranking member for the entire committee, Mr.
Issa, who has joined us but he has declined his opportunity to
question. Rather than doing another round of questioning, which I
don’t think is necessary, are there points that you would like to
amplify for the committee in just general terms? You have been in
the seat for 7 days so I don’t expect you to have the whole thing
figured out yet. That will take at least a month. [Laughter.]

But if you do have some points that we haven’t in our thorough
questioning raised, we would be happy to give you ample time to
talk about those and the way forward.

Mr. BERRY. Mr. Chairman, I appreciate the opportunity. I will
just make three quick points for the committee. The first would be
that I think it is important that the Office of Personnel Manage-
ment seek to get some points on the board here. We are going to
be trying to do that in three key area in this first year on the job.
The first is in hiring reform. We are going to try to do that better.

Now, I know that has been a rock that has sunk many a ship
but we are going to try. We are going to be working on reforming
security clearances and making sure that is secure and easy. I
know those two things might not go hand in glove, so we are going
to have to be very careful with it, but where there is duplication
we have to weed it out and make it work better. Then third, I am
going to try to put points on the board on work life and workplace
for the Federal employees. I think it is essential. We have talked
about a few of those items today. There are many more we can do
and I am going to be about that.

In terms of the bigger picture, we discussed a little bit about the
overall of maybe building a majority pay system.
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The third and final thing I would draw to the committee’s atten-
tion, and it is going to be my intention, is that the mission of OPM
right now is defined as providing an effective work force for the
Federal Government. Now, I think that is a relatively low bar mis-
sion. We need to obviously succeed at that mission.

I think we need a bigger vision. My vision is not that we just pro-
vide an effective work force but that the U.S. Government as the
largest employer has a special responsibility of being the model em-
ployer to the Nation. My hope is to work with everyone in this
room and with HR professionals throughout the Government,
throughout the private sector, throughout this Congress to decide
what are the best practices that are out there today and hold our-
selves accountable, put metrics on the board.

We may not get it done in the first term of the Obama adminis-
tration; we may not get it done in the second term of the Obama
administration if the American people give that to us. But it is a
path we can work toward, to be the model employer and to imple-
ment those best practices for the men and women of the Civil Serv-
ice. That is going to be my vision, sir. I look forward to working
with this committee to accomplish it.

I thank you very much for your opportunity to be with you today.

Mr. IssA. Mr. Chairman, I apologize but could I ask just one
question?

Mr. LYNCH. Absolutely, absolutely. Please.

Mr. IssA. I applaud you for your goals. One goal that this com-
mittee, I believe, is concerned about is the use of annuitants and
the whole process of retirement. Will you be trying to or work with
us on a reform that would allow for an efficient retention of our
most skilled workers?

Mr. BERRY. I think, Mr. Issa, I wholeheartedly agree with you.
That is an issue we have to wrestle with. It is a good one. I will
be supportive of the principle. There are some cautions that we just
have to be careful with. I think we need to recognize that on the
one hand with an aging society we have to figure out how to recap-
ture that talent and reuse it effectively.

At the same time we don’t want to foreclose promotional opportu-
nities for mid-level managers. They might see that in solving one
problem we create another and someone might feel, well, there is
no future for me here so I will leave the Federal Government. So
we need to be careful as we move forward.

Then the other thing we have to figure out, as the President has
said, is how to make Federal service cool again. How do we bring
in that next generation? How do we inspire that next generation
to come into public service?

I think there are creative ways we can do that and accomplish
all of those objectives together. But if we keep all of them in mind,
I hope we can craft a solution that will work.

Mr. IssA. Thank you. I hope when you do an analysis of the num-
ber of former Federal workers who are, in fact, in second careers
as lobbyists or contractors back in the same seats they used to be
in, that you will weigh that as a portion of the reform most needed.

Mr. BERRY. I think that is a great point, Mr. Issa. We might be
able to be creative about this. Just let me throw out an idea for
future discussion. What if, as we said, we were reemploying an an-
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nuitant and not offsetting their annuity for a term period—let us
say a couple of years—as a condition of that reappointment they
would agree to spend 30 percent of their time on training a mid-
level manager to move up to fill their position when their term
would expire?

Or what if they would potentially adopt a newbie, somebody who
is just coming in? I hear constantly that one of the reasons we have
such a low rate of hiring interns into the Federal Government is
because we don’t really support them. We kind of throw them into
a job. There are not many young people around them. There is no
one there to coach them and mentor them.

What if, as a condition of this, maybe you had to sign on and be
a coach to a young person coming in to teach them the ropes and
teach them how the Federal Government works? That may be a
very effective knowledge transfer. If we can creatively design that,
I believe the investment that will be required to accomplish it with
the reemployment of the annuitants may well be a very good one
for the taxpayer. So I look forward to working with you on bal-
ancing those multiple issues.

Mr. IssA. I do, too. Thank you, Mr. Chairman.

Mr. LyNcH. I thank the gentleman. We did have one clarification
on the part of Ms. Holmes Norton. I would obviously offer the same
opportunity for the gentleman from Utah as well. Ms. Holmes Nor-
ton.

Ms. NORTON. I just wanted to clarify what you said about diver-
sity. Did you say that diversity hasn’t moved since 1985?

Mr. BERRY. It has been very slight improvements.

Ms. NORTON. How do you account for that?

Mr. BERRY. We need to do better. We need to figure out how to
involve the richness of our society and reflect it in our work force
that is fully legal and fully appropriate. We need that breadth of
skills in our Civil Service.

Ms. NORTON. Mr. Berry, would you again get to the chairman of
the committee the figures on race and sex by grade in the Federal
work force today and in 1985? Would you please break that down
since diversity doesn’t mean all minorities get packed together.
There are black people, there are Hispanics, there are Asians.
Break it down the way the figures do if they are done appro-
priately.

Mr. BERRY. I would be very happy to, Ms. Norton. I think you
will also be very happy to hear, the President announced this week
that the Deputy Director that will be serving with me at the Office
of Personnel Management—and I am very excited by this—is
Christine Griffin, who is now the EEOC Commissioner for Disabil-
ity. I think she is going to bring a special focus, attention, and skill
set on this issue to us in the Department. I think she is going to
be phenomenal if the Senate confirms her. I really look forward to
Workhng with her. But we will get you that information for the
record.

Mr. BiLBRAY. Would the gentlewoman yield on that item.

Ms. NORTON. I would be happy to yield to the gentleman.

Mr. BILBRAY. I would suggest that you also take a look at your
intern program. Look at the profile there. By addressing the intern
program, you may be able solve that. But you first have to look at
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what are the facts as they apply to the intern program. Does that
reflect the diversity in the community? If it does, then you know
where you can address and move this. If it doesn’t, then you have
to look at other ways. But look specifically at your intern program.
See if that reflects the numbers you want and the profile you want.
If so, then you know where to focus.

Mr. BERRY. If I could, Mr. Chairman? Mr. Bilbray, I think you
are right. We also need to look not just at the interns but at mid-
career training programs and other sources like that. They are es-
sentially the pipeline, if you will, as you go up the ladder. I think
we need to look at this not just for the GS scale. We need to look
at it at SES; we need to look everywhere. We need to have diver-
sity throughout the Government and at all of our ranks. We need
to make sure we are providing opportunity to all of our citizens and
encouraging that within the law, absolutely. We need to look at
each of those paths—internships, training programs, SES can-
didate development pools—and pay attention to all of them.

Mr. LyncH. Director Berry, we want to congratulate you on your
new appointment. We appreciate your willingness to come before
the committee and help us with our work. We look forward to
working with you because the task of this committee and your own
responsibilities do overlap at so many different points. Thank you
for your time.

11MI‘. BERRY. It has been an honor and a pleasure, sir. Thank you
all.

Mr. LyncH. I would like to welcome the second panel, if we may.
Welcome. It is the custom of this committee that all witnesses are
to be sworn in. Could I ask you to please rise and raise your right
hands?

[Witnesses sworn.]

Mr. LyNcH. Thank you. Let the record show that the witnesses
both answered in the affirmative.

Yvonne D. Jones is Director of the Strategic Issues Team in the
Government Accountability Office. Yvonne Jones is the Director of
the Strategic Initiatives Team at GAO where she analyzes Federal
Government human capital issues and 2009 fiscal stimulus over-
sight issues. At GAO, Ms. Jones also worked as a Director of the
Financial Markets and Community Investment Team. Prior to join-
ing GAO in 2003, Ms. Jones worked at the World Bank where she
developed projects in the education sector in east Asian countries,
assisted sub-Saharan African countries in reducing their commer-
cial bank debt levels, and helped countries design financial and pri-
vate sector restructuring programs in eastern and central Europe
and the former Soviet Union.

Dr. Donald Kettl is a professor of political science and the Robert
A. Fox professor of leadership at the University of Pennsylvania.
He is the incoming dean of the School of Public Policy at the Uni-
versity of Maryland. Dr. Kettl is also a nonresident senior fellow
at Washington’s Bookings Institution, the executive director of the
Century Foundation’s Project on Federalism and Homeland Secu-
rity, and academic coordinator of the Government Performance
Project. Dr. Kettl has consulted for government organizations at all
levels in United States and abroad. He is regularly a columnist for
Governing magazine, which is read by State and local government
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officials around the country. I would also like to congratulate Dr.
Kettl on his recent appointment as dean to the University of Mary-
land School of Public Policy.

Dr. Kettl’s research focuses primarily on public policy and public
management. He has authored, coauthored, or edited over 25 books
and numerous scholarly articles on public management and govern-
ance, including his new book—which I am about half way
through—which is titled The Next Government of the United
States: Why Our Institutions Fail Us and How to Fix Them. I
haven’t gotten to the how to fix them part yet. Dr. Kettl holds four
political science degrees from Yale and has been called the leading
government management scholar of his generation. I agree with
that assessment. I most appreciate you joining with us today to
share your vast experience in this field.

Why don’t I allow the witnesses first to have their opening state-
ments first and then we will proceed to questioning. Ms. Yvonne
Jones for 5 minutes.

STATEMENTS OF YVONNE JONES, DIRECTOR, STRATEGIC
ISSUES TEAM, GOVERNMENT ACCOUNTABILITY OFFICE;
AND DR. DONALD KETTL, PROFESSOR OF POLITICAL
SCIENCE AND ROBERT A. FOX PROFESSOR OF LEADERSHIP,
UNIVERSITY OF PENNSYLVANIA, AND NONRESIDENT SEN-
IOR FELLOW, GOVERNANCE STUDIES, THE BROOKINGS IN-
STITUTION

STATEMENT OF YVONNE JONES

Ms. JONES. Thank you. Mr. Chairman and members of the sub-
committee, thank you for the opportunity to be here today to dis-
cuss the state of the Federal work force. The importance of a highly
qualified Federal work force cannot be overstated.

In 2001, we identified human capital management as a Govern-
ment-wide high risk area. Progress has been made since then but
the area remains on our high risk list because of a compelling need
for a Government-wide framework to advance human capital re-
form. The framework is vital to avoid further fragmentation within
Civil Service, ensure that management flexibility is appropriate,
allow a reasonable degree of consistency, provide adequate safe-
guards, and maintain a level playing field among agencies compet-
ing for talent.

My remarks today will focus on executive branch agencies’ and
the Office’s of Personnel Management, OPM, progress in address-
ing strategic human capital management challenges in four key
areas of leadership; strategic human capital planning; acquiring,
developing, and retaining talent; and results oriented organiza-
tional cultures.

Top leadership in Federal agencies must provide committed at-
tention to address human capital issues. Leadership must embrace
reform and integrate the human capital functions into their agen-
cies’ core responsibilities. OPM plays a key role in leading improve-
ments in all areas of strategic human capital management in the
executive branch. We have reported that OPM has made commend-
able efforts in transforming itself from less of a rulemaker, en-
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forcer, and independent agent to more of a consultant, toolmaker,
and strategic partner to Executive agencies.

Congress also recognized that increased attention to strategic
human capital management was needed. In 2002, Congress created
the Chief Human Capital Officer position or CHCO in 24 agencies.
The CHCO Council advises and coordinates the activities of mem-
ber agencies, OPM, and the Office of Management and Budget. The
CHCO Council addresses key current and emerging human capital
issues.

To carry out effective strategic human capital planning, agencies
need to ensure that they have the talent and skills mix to address
current and emerging challenges, especially as the Federal Govern-
ment faces increased staff and executive retirements. An example
of the Federal Government’s human capital planning challenges is
its acquisition work force. In prior work, we testified that the ac-
quisition work force’s workload and responsibilities are increasing
without adequate attention to its size, its skills, and succession
planning. A strategic approach had not been taken across Govern-
ment or within agencies to create a positive image essential to suc-
cessfully recruiting and retaining new acquisition professionals.

The challenges agencies are facing with sustaining a capable and
accountable work force contributed to GAQ’s designation of inter-
agency contracting as a high risk area in 2005. In our recent 2009
update, it remains a high risk area at three agencies: the Depart-
ments of Defense, Energy, and at NASA.

Faced with a work force with talent and skill gaps, it is impor-
tant that agencies strengthen their efforts and use available flexi-
bilities from Congress and OPM to acquire, develop, motivate, and
retain talent. In recent years, Congress and OPM took a series of
important actions to improve Federal hiring and recruitment. The
Congress provided agencies with increased authority to pay recruit-
ment bonuses and to credit relevant private sector experience when
determining annual leave amounts. It provided agencies with hir-
ing flexibilities. Also, OPM has authorized Government-wide direct
hiring authority for veterinary and medical officers, launched an
80-day hiring model to speed up the hiring process, and reminded
agencies that they can also hire older, experienced workers to fill
work force needs.

Concerning worker retention, the Federal Government is well po-
sitioned to retain workers. It has a variety of tangible benefits and
flexibilities. We have previously stated that the executive branch
agencies need to reexamine their use of flexibilities such as mone-
tary recruitment and retention, special hiring authorities including
student employment, and work-life programs such as alternate
work schedules, childcare assistance, telework opportunities, and
transit subsidies.

Leading organizations find that to transform themselves, they
must fundamentally change their culture so they are more results
oriented, customer focused, and collaborative. Credible performance
management systems that align individual, team, and unit per-
formance with organizational results can help manage this process.
Leading organizations also develop and maintain inclusive and di-
verse work forces at all levels of the organization.
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Mr. Chairman and members of the subcommittee, this completes
my statement. I would be pleased to respond to any questions that
you may have.

[The prepared statement of Ms. Jones follows:]
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HUMAN CAPITAL

Sustained Attention to Strategic Human Capital
Management Needed

What GAO Found

Congress, executive branch agencies, and OPM have taken action to reform
federal human capital management, but federal agencies are facing new
challenges. The recent need to quickly hire staff to carry out and oversee the
Troubled Asset Relief Program and expanded agency responsibilities under
the American Recovery and Reinvestinent Act of 2009 point to the need for
sustained attention to help ensure that agencies have the right people with the
right skills to meet new challenges.

Leadership: Top leadership in agencies across the federal government must
provide committed and inspired attention needed to address human capital
and related organizational transformation issues. OPM has made strides in
transforming itself as a strategic partner to help lead human capital reform
efforts. For example, at the agency level, OPM works with the Chief Human
Capital Officers council to develop and disseminate human capital guidance
and relies upon the council members to communicate OPM policy and other
human capital information throughout their agencies.

Strategic human capital planning: Integrating succession planning and
management efforts that focus on strengthening both current and future
organizational capacity to obtain or develop the knowledge, skills, and
abilities agencies need to meet their missions continues to be important. For
exaraple, GAO has reported on a challenge in the acquisition workforce where
the workload and complexity of responsibilities have been increasing without
adequate attention to the workforce’s size, skills and knowledge, and
succession planning.

Acqguiring, developing, and retaining talent: Faced with a workforce that
is becoming more retirement eligible and the need for a different mix of
knowledge, skills, and competencies, it is important that agencies strengthen
their efforts and use available flexibilities. Agencies have developed strategies
to recruit needed talent, including turning to older experienced workers to fill
knowledge and skills gaps. For example, the National Aeronautics and Space
Administration has used a combination of techniques to recruit workers with
critical skills, including targeted recruitment activities, educational outreach
programs, improved compensation and benefits packages, and streamlined
hiring authorities.

Results-oriented organizational culture: In addition to promoting high
performance and accountability to foster results-oriented cultures, it is
important for agencies to develop and maintain inclusive and diverse
workforces that reflect all segments of society. Agencies can benefit from
strategies that offer a diverse pool of talent for selecting the agencies’ future
leaders and recruiting new employees so that agencies can get a wider variety
of perspectives and approaches.

United States A ility Office




40

Mr. Chairman and Members of the Subcommittee:

Thank you for the opportunity to be here today to discuss the state of the
federal workforce and challenges in managing today’s workforce and
planning for tomorrow’s. The importance of a top-notch federal workforce
cannot be overstated. The issues facing agencies are complex and require
a broad range of technical skills that are also highly sought after by the
private sector. The nation is facing new and more complex challenges in
the 21st century, including a large and growing long-term fiscal imbalance,
evolving national and homeland security threats, increasing global
interdependence, and the need to rethink relevant regulatory oversight
structures in light of the turmoil in worldwide financial markets. The
recent need to quickly hire staff to carry out and oversee the Troubled
Asset Relief Program and expanded agency responsibilities under the
American Recovery and Reinvestment Act of 2009 (Recovery Act) point to
the need for sustained attention to help ensure that agencies have the right
people with the right skills to meet new challenges.' Specifically, the
Department of the Treasury has the monumental task of managing and
overseeing the government's efforts to stabilize the nation’s financial
system and restore the functioning of the nation’s credit markets, which
involves expediting the hiring of critical staff needed to carry out and
oversee the Troubled Asset Relief Program.” At the same time, the federal
government faces the challenges of developing guidance and overseeing
the implementation of the $787 billion Recovery Act, in partnership with
the states, localities, and territories.

To address these challenges, it will be important for federal agencies to
change their cultures and create the institutional capacity to become high-
performing organizations. This includes recruiting and retaining
employees able to create, sustain, and thrive in organizations that are
flatter, results-oriented, and externally focused and that collaborate with
other governraental entities as well as with the private and nonprofit
sectors to achieve desired outcomes. It will also be important for federal
agencies to focus attention on management practices that increase the
level of eriployee engagement as they seek to improve their operations
within budget constraints and to compete for talent with the private
sector.

‘Pub. L. No. 1115, 23 Stat. 115 (Feb. 17, 2009).

2GAQ, Troubled Asset Relief Program: March 2000 Status of Efforts to Address
Transparency and Accountability Issues, GAO-09-504 (Washington, D.C.: Mar. 31, 2009).
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In 2001, we identified human capital management as a governmentwide
high-risk area because federal agencies lacked a strategic approach to
human capital management that integrated human capital efforts with
their missions and program goals.” Progress has been made. However, the
area remains high-risk because of a continuing need for a governmentwide
framework to advance human capital reform.” This framework is vital to
avoid further fragmentation within the civil service, ensure management
flexibility as appropriate, allow a reasonable degree of consistency,
provide adequate safeguards, and maintain a level playing field among
agencies competing for talent.

Today and in the near term, the federal workforce is facing a variety of a
capacity challenges that could affect the ability of agencies to cost-
effectively carry out their missions, For example, the federal government
is facing a retirement wave and with it the loss of leadership and
institutional knowledge at all levels. Governmentwide, about one-third of
federal employees on board at the end of fiscal year 2007 will become
eligible to retire by 2012. Proportions of workers eligible to retire are
projected to be especially high in certain occupations——some are mission
critical, such as customs and border protection agents—as well as in key
leadership positions. About 64 percent of career executives may be eligible
to retire by 2012.° In the current economic situation, projections of how
many federal workers will actually retire upon becoming eligible remain
unclear; however, these workers will eventually retire and the federal
government needs to have the right people in the right jobs at the right
time to meet the challenges it faces.

Congress and the executive branch have taken steps to address the federal
government's human capital shortfalls. For example, Congress provided
agencies across the executive branch with additional human capital
{lexibilities, such as specific hiring authorities. While much progress has
been made in the last few years to address human capital challenges,
ample opportunities continue to exist for agencies to improve their
strategic human capital management and for the Office of Personnel

*GAO, High-Risk Series: An Update, GAO-01-283 {Washington, D.C.: January 2001).
*GAQ, High-Risk Series: An Update, GAO-09-271 (Washington, D.C.: January 2009).
*GAQ, Older Workers: Enhanced Communication emong Federal Agencies Could Improve

Strategies for Hiring and Retaining Experienced Workers, GAO-09-206 (Washington, D.C.:
Feb. 24, 2009).
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Management’s (OPM) continued leadership in fostering and guiding
improvements in these areas.

My remarks today will focus on executive branch agencies’ and OPM'’s
progress in addressing strategic human capital management challenges in
four key areas: (1) leadership; (2) strategic human capital planning;

(3) acquiring, developing, and retaining talent; and (4) results-oriented
organizational culture. This testimony is based on a large body of our
completed work issued from January 2001 through March 2009. We
conducted our work in accordance with all sections of GAQ’s Quality
Assurance Framework that were relevant to the objectives of each
engagement.®

Sustained Leadership
Is Essential to
Successful Human
Capital Management

Top leadership in agencies across the federal government must provide
committed and inspired attention needed to address human capital and
related organizational transformation issues. Leaders must not only
embrace reform, they must integrate the human capital function into their
agencies’ core planning and business activities. Senior executive
leadership is especially key today as the federal government faces
significant efforts to transform to address key challenges. OPM's 2008
Federal Human Capital Survey results showed that the government
needs to establish a more effective leadership corps.” Specifically, of the
employees responding to the survey, a little over half reported a high level
of respect for their senior leaders and a little less than half are satisfied
with the information they receive from management on what is going on in
the organization. The percentage of positive results for these questions has
increased slightly since the last survey was conducted in 2006.

OPM plays a key role in fostering and guiding improvements in all areas of
strategic human capital management in the executive branch. As part of its
key leadership role, OPM can assist in-—and, as appropriate, require—the
building of infrastructures within agencies needed to successfully
implement and sustain hurnan capital reforms and related initiatives. OPM

“The framework requires that we plan and perform each engagerment to obtain sufficient
and appropriate evidence to meet our stated objectives and to discuss any limitations in
our work. We believe that the information and data obtained, and the analyses conducted,
provided a reasonable basis for the findings and conclusions in each report.

"Office of Personnel Management, 2008 Federal Human Capilal Survey: Results from the
2008 Federal Human Capiial Survey (Washington, D.C.: Jan. 8, 2009).
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can do this in part by encouraging continuous improvement and providing
appropriate assistance to support agencies’ efforts in areas such as
acquiring, developing, and retaining talent. We have reported that OPM has
made commendable efforts in transforming itself from less of a rule
maker, enforcer, and independent agent to more of a consultant,
toolmaker, and strategic partner in leading and supporting executive
agencies’ human capital management systems.” However, OPM has faced
challenges in its internal capacity to assist and guide agencies’ readiness to
implement change, such as the certification process for the senior
executive performance-based pay system, and will need to address these
challenges. Specifically, in October 2007, we reported that OPM has
strategies in place, such as workforce and succession management plans,
that are aligned with selected leading practices relevant to the agency’s
capacity to fulfill its strategic goals.® However, at the time, OPM lacked a
well-documented agencywide evaluation process of some of its workforce
planning efforts. In response to our recommendation, OPM recently
developed an automated tracking system to monitor training so that
agency officials could target it on priority areas.

OPM also faces challenges in modernizing the paper-intensive processes
and antiquated information systems it uses to support the retirement of
civilian federal employees through the retirement modernization program.
This modernization program is important because OPM estimates a
growing volume of retirement processing over the next several years given
projected retirement trends. In January 2008, we reported that the
agency’s management of this initiative in areas that are important to
successful deployment of new systems had not ensured that components
would perform as intended.” For example, at that point in time, OPM had
not addressed weaknesses in its approaches to testing system components
and managing system defects to ensure that the new system components
will perform as intended. In addition, OPM had yet to develop a reliable
program cost estimate and the measurement baseline against which
program progress can be determined. To date, the agency continues to

}GAC, Offu‘e of Personnel Management: Key Lessons Learned to Date for Strengthening
to Lead and Impl t Human Capital Reforms, GAO-07-90 (Washington, D.C.:
Jan. 19, 2007).

°GAO, Office of Personnel M L: Opportunilies Exist to Build on Recent Progress
in Internal Human Capital Capaczt y, GAO-08-11 (Washington, D.C.: Oct. 31, 2007).
“GAQ, Office of P 1 M ts Needed to Ensure Successful

Retirement Systems Modermzatzon, GAOv()S-345 (Washington, D.C.: Jan. 31, 2008).
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have retirement modernization planning and management shortcomings
that need to be addressed. The results of our most recent review of the
modernization program are expected to be released by the end of April
2009.

To help support federal agencies with expanded responsibilities under the
Recovery Act, OPM has provided information, tools, and training to federal
agencies to help address these new human capital challenges and ensure
that agencies acquire the talent they need. For example, in March 2009,
OPM held an interagency forum on approaches to meet the Recovery Act's
human capital management support requirements. At that event, OPM
provided information on the various human capital flexibilities available to
agencies for hiring the necessary employees, such as 30-day emergency
appointments, and on how OPM can provide assistance. In addition, OPM
has begun facilitating coordination with the Federal Executive Boards
across the nation to share agency plans and activities for the Recovery Act
implementation. Areas of coordination include shared approaches to
filling human capital needs and ensuring coordination of agency programs
to avoid duplication.

Congress also recognized that increased attention to strategic human
capital management was needed in federal agencies. In 2002, Congress
created the chief human capital officer (CHCO) position in 24 agencies to
advise and assist the head of the agency and other agency officials in their
strategic human capital management efforts.” The CHCO Council—
chaired by the OPM Director—advises and coordinates the activities of
members’ agencies, OPM, and the Office of Management and Budget
(OMB) on such matters as the modernization of human resources systems,
improved quality of human resources information, and legislation affecting
human resources operations and organizations. The council, which has
been in operation for nearly 6 years, has organized itself to address key
current and emerging human capital issues. For example, in its fiscal year
2008 annual report to Congress, the council identified three emerging
issues: (1) managing the public expectations of the federal response to
highly complex issues, (2) building and sustaining federal employee
leadership, and (3) transforming the human resources profession to meet
challenges. Its subcommittee structure is intended to align with the
overarching strategic human capital initiatives affecting the federal

HChief Human Capital Officers Act of 2002, Title XIII of the Homeland Security Act of 2002.
Pub. L. No. 107-296 (Nov. 25, 2002).
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government and includes subcommittees on hiring and succession
planning, the human capital workforce, and human resources line of
business.

OPM works with the CHCO Council to develop and disseminate human
capital guidance and relies upon the council members to communicate
OPM policy and other human capital information throughout their
agencies.” For example, we recently reported that inquiries from the
council about how o request a waiver to rehire annuitants without
reducing their salaries led OPM officials to develop a template for agencies
to use in submitting these requests. OPM officials see their relationship
with the council and the agencies it represents as a partnership and shared
responsibility to ensure that the latest guidance and practices are
disseminated throughout the agencies. In addition to the council meetings,
the CHCO Council Training Academy is a forum for CHCOs and other
agency officials to discuss human capital issues and share best practices.
OPM has invited all levels of agency officials—not just CHCOs—to attend
the academy sessions when relevant topics were featured. For example,
over the last 2 years, the council has held several academy sessions related
to Senior Executive Service (SES) performance management and pay
systems and lessons learned from the governmentwide SES survey results.

Strategic Human
Capital Planning Is
Critical to Addressing
Workforce Challenges

Strategic human capital planning that is integrated with broader
organizational strategic planning is critical to ensuring that agencies have
the talent and skill mix they need to address their current and emerging
human capital challenges, especially as the federal government faces a
retirement wave.” Agencies must determine the critical skills and
competencies necessary to achieve programmatic goals and develop
strategies that are tailored to address any identified gaps. Further,
agencies are to develop strategic human capital plans with goals,
objectives, and measures and report their progress toward these goals and
objectives in annual reports to OPM as required by OPM’s Human Capital
Assessment and Accountability Framework.

We have found that leading organizations go beyond a succession planning
approach that focuses on simply replacing individuals and instead engage

YGAO-09-206.

*For more information, see GAQ, Human Capital: Key Principles for Effective Strategic
Workforce Pl ing, GAO-04-38 (Washington, D.C.: Dec. 11, 2003).
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in broad, integrated succession planning and management efforts that
focus on strengthening both current and future organizational capacity to
obtain or develop the knowledge, skills, and abilities they need to carry
out their missions. " For example, we recently reported on the Social
Security Administration’s (SSA) use of information technology in
projecting future retirements and identifying the necessary steps to fill
these gaps.™ Specifically, SSA developed a complex statistical model that
uses historical data to project who is likely to retire, and SSA uses these
projections to estimate gaps in mission-critical positions and to identify
what components of the agency could be most affected by the upcoming
retirements. With these estimates, the agency develops action plans
focused on hiring, retention, and staff development. As a result of using
these models, SSA has developed targeted recruitment efforts that extend
10 a broad pool of candidates. To create this pool, S5A is also beginning to
reach out to older workers in order to achieve one of its diversity goals-—
attracting a multigenerational workforce—by developing recruiting
material featuring images of older and younger workers and offering a
phased retirement program, among other things.

An example of the federal government’s strategic human capital planning
challenges involves its acquisition workforce. In 2007, we testified that
much of the acquisition workforce's worldoad and complexity of
responsibilities have been increasing without adequate attention to the
workforce's size, skills and knowledge, and succession planning." Over
the years, a strategic approach had not been taken across government or
within agencies to focus on workforce challenges, such as creating a
positive image essential to successfully recruit and retain a new generation
of talented acquisition professionals.” In addition, we recently reported
that the Department of Defense (DOD) lacks critical departmentwide
information to ensure its acquisition workforce is sufficient to meet its
national security mission.” As a result, we made several recommendations

YGAO, Human Capital: § ion F ing and M 1 Is Critical Driver of
Organizational Transformation, GAQ-04-127T (Washington, D.C.: Oct. §, 2003).

PGAO-09-206,

YGAD, Federal Acquisitions and Contracting: Systemic Challenges Need Attention,
GAO-07-1098T (Washington, D.C.: July 17, 2007).

TGAQ, Highlights of a GAO Forum: Federal Acquisition Chall and Oppor
in the 21st Century, GAO-D7-458P (Washington, D.C.: Oct. 6, 2008).

BGAO, Department of Defense: Additional Actions Ave Needed to Effectively Manage and
Ouversee DOD’s Acquisition Workforce, GAO-09-342 (Washington, 1.C.: Mar. 25, 2009).
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to DOD aimed at improving DOD’s management and oversight of its
acquisition workforce, including the collection of data on contractor
personnel. The challenges agencies are facing with managing acquisitions,
including sustaining a capable and accountable acquisition workforce,
contributed to GAO’s designation of the management and use of
interagency contracting as a governmentwide high-risk area in 2005.°
Further, in our most recent high-risk update, acquisition and contract
ranagement remains a high-risk area at three agencies—DOD, the
Department of Energy, and the National Aeronautics and Space
Administration (NASA)—as does DOD’s weapon system acquisition.
Addressing these challenges will require sustained management attention
and leadership at both the agency level and from organizations such as
OMB and its Office of Federal Procurement Policy.

In May 2008, we reported that the Centers for Disease Control and
Prevention (CDC) had made improvements in its strategic human capital
planning, but the agency should take a more strategic view of its
contractor workforce-—maore than one-third of its workforce.” For
exaraple, CDC conducted a preliminary workforce analysis to determine
the skills and competencies needed to achieve the agency’s mission and
goals, including identifying skill and competency gaps. While the agency
had not completed its analyses of skill and competency gaps for the
occupations it deemed most critical when the strategic human capital
management plan was developed, at the time of our report, the agency was
cormpleting these analyses. CDC’s strategic human capital management
plan did not address the challenge of managing a blended workforce with
a large percentage of contractors working with federal staff. We reported
that without addressing this challenge CDC’s plan would not give the
agency a strategic view of its governmental and contractor workforce and
thus might not be as useful as it could be in assisting the agency with
strategic human capital planning for its entire workforce. In response to
our recommendation to address this challenge in its plan, CDC’s most
recent update to its strategic human capital management plan includes an
effort to develop, implement, and evaluate strategies to address
management of contractors as part of a blended workforce.

FGAG-09-27L.
®GAQ, Centers for Disease Control and Prevention: Human Capital Planning Has

Impraved, but Strategic View of Contractor Workforce Is Needed, GAQ-08-582
(Washington, D.C.: May 28, 2008).
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Acquiring,
Developing, and
Retaining Talent
Remains a Federal
Workforce Challenge

Faced with a workforce that is becoming more retirement eligible and the
need for a different mix of knowledge, skills, and competencies, it is
important that agencies strengthen their efforts and use of available
flexibilities from Congress and OPM to acquire, develop, motivate, and
retain talent. For years it has been widely recognized that the federal
hiring process all too often does not meet the needs of (1) agencies in
achieving their missions; (2) managers in filling positions with the right
talent; and (3) applicants for a timely, efficient, transparent, and merit-
based process. In short, the federal hiring process is often an impediment
to the very customers it is designed to serve in that it makes it difficult for
agencies and managers to obtain the right people with the right skills, and
applicants can be dissuaded from public service because of the complex
and lengthy procedures.

In recent years, Congress and OPM have taken a series of important
actions to improve recruiting and hiring in the federal sector. For example,
Congress has provided agencies with enhanced authority to pay
recruitment bonuses and with the authority to credit relevant private
sector experience when computing annual leave amounts.” In addition,
Congress has provided agencies with hiring flexibilities that (1) permit
agencies to appoint individuals to positions through a streamlined hiring
process where there is a severe shortage of qualified candidates ora
critical hiring need, and (2) allow agency managers more latitude in
selecting among qualified candidates through category rating.”

As the federal government’s central personnel management agency, OPM
has a key role in helping agencies acquire, develop, retain, and manage
their human capital. In the areas of recruiting and hiring, OPM has, for
example, done the following,

Authorized governmentwide direct-hire authority for veterinarian medical
officer positions given the severe shortage of candidates for these
positions. Recently, we reported that despite a growing shortage of
veterinarians, the federal government does not have a comprehensive
understanding of the sufficiency of its veterinarian workforce for routine

“'Federal Workiorce Flexibility Act of 2004, Pub. L. No. 108411 (Qct. 30, 2004).
%Pub. L. No. 107-296.
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program activities.” In response to our findings, OPM granted direct-hire
authority for these positions governmentwide.

Launched an 80-day hiring model to help speed up the hiring process,
issued guidance on the use of hiring authorities and flexibilities, and
developed a Hiring Tool Kit to assist agency officials in determining the
appropriate hiring flexibilities to use given their specific situations.

Established standardized vacancy announcement templates for common
occupations, such as secretarial, accounting, and accounting technician
positions, in which agencies can insert summary information concerning
their specific jobs prior to posting for public announcement.

Developed a guide called Career Patterns that is intended to help agencies
recruit a diverse, multigenerational workforce. This guide presents career
pattern scenarios that characterize segments of the general labor market
according to career-related factors, such as commitment to a mission and
experience, and lists characteristics of the work environment that some
cohorts may find particularly attractive and related human capital policies
that agencies could use to recruit and retain potential employees.

Updated and expanded its report Human Resources Flexibilities and
Authorities in the Federol Government, which serves as a handbook for
agencies in identifying current flexibilities and authorities and how they
can be used to address human capital challenges.

Individual federal agencies have also taken actions to meet their specific
needs for acquiring the necessary talent, while other agencies have faced
difficulties. For example, NASA has used a combination of techniques to
recruit workers with critical skills, including targeted recruitment
activities, educational outreach programs, improved compensation and
benefits packages, professional development programs, and streamiined
hiring authorities.” Many of NASA’s external hires have been for entry-
level positions through the Cooperative Education Program, which
provides NASA centers with the opportunity to develop and train future

BGAO, Veterinarian Workforce: Actions Are Needed 1o Ensure Sufficient Capacity for
Protecting Public and Animal Health, GAQ-09-178 (Washingion, D.C.: Feb. 4, 2009).

GAO, NASA: Progress Made on Strategic Fuman Capital Manogement, but Future
Program Challenges Remain, GAO-07-1004 (Washington, D.C.: Aug. 8, 2007).
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employees and assess the abilities of potential employees before making
them permanent job offers.

Further, the Nuclear Regulatory Commission (NRC) has endeavored to
align its human capital planning framework with its strategic goals and
identified the activities needed to achieve a diverse, skilled workforce and
an infrastructure that supports the agency’s mission and goals.® NRC has
used various flexibilities in recruiting and hiring new employees, and it has
tracked the frequency and cost associated with the use of some
flexibilities. While there was room for further improvernent, NRC has been
effective in recruiting, developing, and retaining a critically skilled
workforce.

We have reported in recent years on a number of human capital issues that
have hampered the Department of State’s (State) ability to carry out U.S.
foreign policy priorities and objectives, particularly at posts central to the
war on terror.” In August 2007, we testified that State has made progress
in addressing staffing shortages over the last few years, but it remains a
problem. To help address the shortages, State has implemented various
incentives particularly at critical hardship posts, including offering extra
pay to officers who serve an additional year at these posts and aliowing
employees to negotiate shorter tours of duty. Further, State has made
progress in increasing its foreign language capabilities, but significant
language gaps remain, In response to our recommendations to enhance
the language proficiency of State's staff, officials told us that the
department has placed an increased focus on langnage training in critical
areas. State has also implemented a new initiative that would provide
additional pay incentives for staff if they chose to be reassigned to use
existing Arabic language skills.

The Partnership for Public Service (Partnership) recently reported that
governmentwide, agencies were not using the student intern hiring
flexibility to the full extent possible.” Governmentwide, agencies have the

#GAO, Human Capital: Retirements and Anticipated New Reactor Applications Will
Challenge NRC’s Workforce, GAO-07-105 (Washington, D.C.: Jan. 17, 2007).

$GAO, State Department: Staffing and Foreign Language Shortfalls Persist Despile
Initiatives to Address Gaps, GAO-07-1154T (Washington, D.C.: Aug. 1, 2007), and
Department of State: Staffing and Foreign Language Shorifalls Persist Despite
Initiatives to Address Gaps, GAO-06-894 (Washington, D.C.: Aug. 4, 2006).

Partnership for Public Service, Leaving Talent on the Table: The Need to Capitalize on
High Performing Student Interns (Washington, D.C.: April 2009).
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authority to hire student interns through the Student Career Experience
Program with the option of a noncompetitive conversion to the
competitive service upon a student’s satisfactory completion of diploma,
degree, or certificate of program requirements and work experience.” In
its recent interagency forum on human capital management under the
Recovery Act, OPM highlighted this hiring flexibility as a useful tool for
bringing potential employees on board. The Partnership found that about 7
percent of student interns employed by federal agencies in 2007 were
hired into permanent jobs.” The Partnership suggested that the federal
government should, among other things, prioritize student internships as
key talent sources for entry-level jobs and then recruit accordingly and
provide adequate resource to these prograrns; and collect data enabling a
clear evaluation of all intern programs and ensure that agencies are
making the best use of their authority to build their critical workforce
pipelines.

Further, agencies have a variety of options to tap older, experienced
workers to fill workforce needs, including retaining workers past initial
retirement eligibility, hiring new older workers, and bringing back retired
federal annuitants. Recently, we reported on selected federal agencies’
approaches to using older workers to address future critical gaps in
leadership, skills, and institutional knowledge.” For example, the United
States Agency for International Development tends to bring back its
retirees, many of whom have specialized knowledge and skills, as
contractors to fill short-term job assignments and to help train and
develop the agency’s growing number of newly hired staff.

As for retention, in many ways, the federal government is well positioned
to retain the people it needs to carry out its diverse roles and
responsibilities. Importantly, federal employment offers rewards, such as
interesting work and opportunities to make a difference in the lives of
others, as well as a variety of tangible benefits and work-life flexibilities
that make an organization an employer of choice. We have stated that
agencies need to reexamine the flexibilities provided to them under

5 C.FR. 213.3202 (b).

“The Partnership analyzed data from two student intern programs—Student Career
Experience Program and Student Teraporary Experience Program, The temporary program
is not designed for student conversion to permanent government employment, in which the
majority of the interns in this study were enrolled.

PGAO-09-208.
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current authorities—such as monetary recruitment and retention
incentives; special hiring authorities, including student employment
programs; and work-life programs, including alternative work schedules,
child care assistance, telework opportunities, and transit subsidies—and
identify those that could be used more extensively or more effectively to
meet their workforce needs.” In using telework and other flexibilities, it is
important for agencies to have clear goals so that they can assess their
programs and develop and implement changes necessary to improve their
success.™

We have found instances where agency officials cited their telework
programs as yielding positive work-life and other benefits.™ For example,
according to U.S. Patent and Trademark Office (USPTO) management
officials, one of the three most effective retention incentives and
flexibilities is the opportunity to work from remote locations.” In fiscal
year 2006, approximately 20 percent of patent examiners participated in
the agency's telework program, which allows patent examiners to conduct
some or all of their work away from their official duty station 1 or more
days per week. In addition, USPTO reported in June 2007 that
approximately 910 patent examiners relinquished their office space to
work from home 4 days per week. The agency believes its decision to
incorporate telework as a corporate business strategy and for human
capital flexibility will help recruitment and retention of its workforce,
reduce traffic congestion in the national capital region, and, in a very
competitive job market, enable USPTO to hire approximately 6,000 new
patent examiners over the next 5 years.

NGAQ, Human Capital: Transforming Federal Recruiting and Hiring Efforts,
GAD-D8-762T (Washington, D.C.: May 8, 2008), and GAQ, Human Capital: Effective Use of
Flexibilities Can Assist Agencies in Managing Their Workforces, GAG-03-2 (Washington,
D.C.: Dec. 6, 2002).

2GAO, Human Capital: Telework Programs Need Clear Goals and Reliable Data,
GAO-08-261T (Washington, D.C.;: Nov. 6, 2007).

FGAO-08-261T.

FGAQ, U.S. Patent and Trademark Office: Hiving Efforts Are Not Sufficient to Reduce the
Patent Application Backlog, GAO-07-1102 (Washington, D.C.: Sept. 4, 2007).
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Results-Oriented
Organizational
Culture Is Key to
Successful
Transformations

Leading organizations have found that to successfully transform
themselves they must often fundamentally change their cultures so that
they are more results-oriented, customer-focused, and collaborative in
nature. An effective performance management system is critical to
achieving this cultural transformation. Having a performance management
system that creates a “line of sight” showing how unit and individual
performance can contribute to overall organizational goals helps
individuals understand the connection between their daily activities and
the organization's success. Similarly, in its September 2008 report on
employee engagement, the Merit Systems Protection Board recommended
that managers establish a clear line of employee-to-agency sight as a
means to increase employee engagement, recognizing that employees are
more engaged if they find more meaning in their work.”

The federal government’s senior executives need to lead the way in
transforming their agencies’ cultures. Credible performance management
systems that align individual, team, and unit performance with
organizational results can help manage and direct this process. The
performance-based pay system for members of the SES, which seeks to
provide a clear and direct linkage between individual performance and
organizational results as well as pay, is an important step in
governmentwide transformation. In November 2008, we reported that
selected agencies had designed their SES performance appraisal systems
to address OPM’s and OMB’s certification requirements of aligning
individual performance expectations with organizational goals and
factoring organizational performance into senior executive performance
appraisal decisions.” For example, in setting expectations for individual
performance plans, the Department of Energy requires senior executives
and supervisors to identify key performance requirements with metrics
that the executive must accomplish in order for the agency to achieve its
strategic goals. Weighted at 60 percent of the summary rating, the
performance requirements are to be specific to the executive’s position
and described in terms of specific resuits with clear, credible measures
(e.g., quality, quantity, timeliness, cost-effectiveness) of performance,
rather than activities. For each performance requirement, the executive is

**Merit Systems Protection Board, The Power of Federal Employee Engagement
(Washington, D.C.: September 2008).

BGAO, Results-Oriented M t: Opportunities Exist for Refining the Oversight
and Imple tion of the Senior Executive Perfor ce-Based Pay System, GAO-09-82
(Washington, D.C.: Nov. 21, 2008).
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to identify the applicable strategic goal in the performance plan. While
many agencies across the government are doing a good job overall of
aligning executive performance plans with agency mission and goals,
according to OPM, some of the plans do not fully identify the measures
used to determine whether the executive is achieving the necessary
results, which can affect the executive’s overall performance appraisal.
This challenge of explicitly linking senior executive expectations to
resulis-oriented organizational goals is consistent with findings from our
past work on performance management.”

In addition to promoting high performance and accountability to foster
results-oriented cultures, leading organizations develop and maintain
inclusive and diverse workforces that reflect all segments of society. Such
organizations typically foster a work environment in which people are
enabled and motivated to contribute to continuous learning and
improvement as well as mission accomplishment and provide both
accountability and faimess for all employees. As with any organizational
change effort, having a diverse top leadership corps is an organizational
strength that can bring a wider variety of perspectives and approaches to
bear on policy development and implementation, strategic planning,
problem solving, and decision making. We recently reported on the
diversity of the SES and the SES developmental pool, frora which most
SES candidates are selected, noting that the representation of women and
minorities in the SES increased governmentwide from October 2000
through September 2007, but increases did not occur in all major
executive branch agencies.”

In helping to ensure diversity in the pipeline for appointments to the SES
as well as recruitment at all levels, it is important that agencies have
strategies to identify and develop a diverse pool of talent for selecting the
agencies' potential future leaders and to reach out to a diverse pool of
talent when recruiting. For example, to recruit diverse applicants,
agencies will need to consider active recruitment strategies such as
widening the selection of schools from which to recruit, building formal
relationships with targeted schools o ensure the cultivation of talent for

YGAQ, Human Capital: Senior Executive Performance Management Can Be
Significantly Strengihened to Achieve Results, GAO-04-614 (Washington, D.C.: May 26,
2004).

BGAO, Human Capital: Diversity in the Federal SES and Processes for Selecting New
Executives, GADN-09-110 (Washington, D.C.: Nov. 26, 2008).
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future applicant pools, and partnering with multicultural organizations to
coramunicate their commitment to diversity and to build, strengthen, and
maintain relationships.” We reported, for example, that NASA developed a
strategy for recruiting Hispanics that focuses on increasing educational
attainment, beginning in kindergarten and continuing into college and
graduate school, with the goal of attracting students into the NASA
workforce and aerospace community. NASA said it must compete with the
private sector for the pool of Hispanics qualified for aerospace engineering
positions, which is often attracted to more lucrative employment
opportunities in the private sector in more preferable locations.® NASA
centers sponsored, and its employees participated in, mentoring, tutoring,
and other programs to encourage Hispanic and other students to pursue
careers in science, engineering, technology, and mathematics.

Mr. Chairman and Members of the Subcommittee, this completes my
prepared statement. I would be pleased to respond to any questions you or
others may have at this time.
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GAO’s Mission

The Government Accountability Office, the audit, evaluation, and
investigative arm of Congress, exists to support Congress in meeting its
constitutional responsibilities and to help improve the performance and
accountability of the federal government for the American people. GAO
examines the use of public funds; evaluates federal programs and policies;
and provides analyses, recommendations, and other assistance to help
Congress make informed oversight, policy, and funding decisions. GAO's
commitment to good government is reflected in its core values of
accountability, integrity, and reliability.

Obt